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SUMMARY 



In an effort to expand the utilization of women in non-tradi- 
tional industrial careers * the Air Force has encountered a number of 
managerial and personnel concerns. This report exarrines issues rele- 
vant to those concerris and develops recorrniendrttions for Air Force 
policies to deal with them. 

Two approaches were used to explore the questions of recruiting, 
selecting/ and training women for traditionally male bl ue-collar work. 
First* an eKtensive rewiew of the literature was performed to find 
out what is already known in this area. It was discovered that very 
little empirical data concerning the effectiveness of various admin- 
istrative policies have been collected. Nevertheless , a number of 
suggestions for personnel practices were gleaned from the existing 
literature* Section II discusses the literature review, and Appendix 
A contains an annotated bibliography. 

The second apprDach was to collect original data concerning civilian 
policies on the utnization of women, A pilot study was perfornied 
in which information was collected from three industrial corporations 
employing a significant number of women in skilled industrial jobsi 
questionnaires were administered to personnel administrators , frontline 
supervisors, and mariagers. Three companies all have rather advanced 
policies concerning expanding the opportunities for women^ and their 
experfences appear to have been, on the whole, quite promising. The 
most negatfve aspects of utilizing women In non-traditional fields, 
accurding to the respondents , are interpersonal In nature. In particular 
male employees have fn some cases shown resistance to and hostility 
toward corporate polfcies concerning women* However, respondents also 
noted a wide range of positive aspects of utilizing women. By and larger 
most respondents felt rather favorably about the actual performance of 
the women employees , 

Based on the literature review^ th^ datj analysis, and a consid- 
eration of specific recommendations made by respondents in the pilot 
effort, a nuinber of reconwnendatlons were developed* These reconimen- 
dations, which are elaborated upon in Section IV, include the following: 

Perform an organizational audit to gather baseline 
data to Identify the current Air Force policies affecting 
women I and t© determine how and to what degree they are 
implerentedi the level of knowledge about those 
policies, and the biggest problem areas. 

Focus part of the recruitment effort on women who are 
in their mid-to-late 20'si for example, through com- 
munity colleges and postsecondary technical schools. 
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In recruitment, emphasise the positive aspects of non- 
traditional jobs (such as good pay and job security) 
rather than the nontraditionalness of the wrk. 

Offer extensive career counseling to both new recruits 
and enlisted wonnen; most firms find their rnost success- 
ful recruitment efforts to be Internal. 

Encourage only those women with a reasonablv hiah chance 
of success to pursue careers in nontradl tional blue- 
collar fields, 

Provldei at least on a pilot basis 5 brief pretraining 
instruction to women to compensate for the women's liniited 
exposure to mechanical and electronics information. 

Bring women Into training in groups rather than alone. 

Sensitize key personnel (such as supervisors and training 
Instructors) to A1r Force policies y1s-a^v1s women and 
emphasize the role they play In implementing those 
pol Ides , 

Comunlcate Air Force policies affecting women In a highly 
visible manner. 

Eliminate sexist language from all A1r Force communications, 
but particularly froni materials for recruftmentj selection p 
and training* 

Although these suggestions have not been evaluated In a rigorQiJS 
way, their implementation shoul d facilitate the recruitment^ tralningt 
retention, and advancement of TOmen in Industrial fields in the Air Force 
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r. INTRODUCTION 



Recent changes in personnel policies w1th1n the Air Force 
have opened almost all job specialties to women. Substantially 
larger numbers of women than ever In the past are entering the Air 
Force and are being assigned to traditionally male fields* These 
changes are partly the result of women's new self-concept and their 
demands for equal opportunity^ but also reflect the changing char- 
acter of the military establ ishnrient . 

The issue of utilizing women in a broader range of assignments 
Is of growing interest to policy-makers in the Air Forcsi who on 
one hand are attempting to expand the roles of female personnel i while 
at the same time recognizing the need to recruit and train personnel 
with adequate aptitudes for highly skilled jobs. In an effort to make 
nontradi tional industrial careers more accessible to female enlisted 
personnel* the Air Force has experienced a number of managerial and 
personnel concerns. This report examines issueF relevant to these 
concerns and develops recomnendatlons for Air Force policies to deal 
with them. 

Section II of this report presents a review of the literature relatln 
to the issue of utilizing women in nontradltlonal career fields. In 
performing the literature review $ it was discovered that virtually 
no data have been collected concerning the effectiveness of various 
managerial policies vis-a-vis successful recrultnient ^ selectioni tralningi 
and retention of women In nontradltlonal Industrial fields, NeverthelesSi 
there is a considerable amount of literature on women and werk^ job-related 
sex differences, and afflmiatlve action programs* These raterials, while 
they do not bear directly on the questions which are of concern, do provid 
an overview of the problems and serve as a basis for some policy reconmen- 
dations. An annotated bibliography is presented in Appendix A. 

The data collected specifically for this project are discussed in 
Section ill. To investigate managerial policies for utilizing women 1n 
skined Industrial careers p pilot survey information was colle|ted 
from rnanageriaT and supervisory personnel in private industry. This 
Information was used primarily to develop recommendations for Air Force 
policy. 

Finally, Section IV of this report provides a number of recommen- 
dations for facilitating the recruitment and assignment of women in 
nontradi tional skilled jobs 1n the Air Force* 



1 The methods used In the literature review are described in Appendix B, 

2 The original contract provided for the collection of data from 25 
corporations. However, due to difficulties in obtaining clearance of 
the survey, the data for this report were derived from pilot tests of 
the Instrunients 1n three industrial corporations. 
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11. REVIEW OP THE LITERATURE 



The literature review performed as part of this study, focused 
on six major issues which are relevant to the expanding utilization 
of women In nontradi tlonal roles In the Air Force, First, as a rrieans 
of providing an overview of the problems, the question of women in 
the military, both historically and currently. Is addressed. 

Secord, thi existing literature relating to non-mnitary women 
and nontraditional careers 1s discussed. Particular attention is 
paid to women entering skilled, blue-conar jobs: their character- 
istics, reasons for entry into a skilled trade, mode of entry, and 
experiences. Consideration is also given to legal issues relating 
to sex discrimination in nontraditional fields. 

The third and fourth issues concern existlng evidence of sex- 
related differences. Sex differences In the abilities that are 
relevant to careers in skilled Industrial fields are examined; for 
example, evidence of sex differences In spatial, perceptual, quanti- 
tative, and mechanical aptitudes is reviewed. Another subject 1s the 
possible difference between male and ferale wbrkers with regard to_ 
such Job-related attributes as tui-nover, absenteeism, Job satisfaction, 
job motivation, and leadership potertial. _ 

Fifth, many of the difficulties which women have experienced in 
nontraditional fields Is interpersonal in nature-, therefore, some 
of the existing studies concerning attitudes and prejudices towards 
women in work situations are reviewed, 

Finally, the literature is exarilned to ascertain the policies 
and practices of private firms that have an impact on female workers, 
particularly those 1n nontraditional fields. Unfortunately, there 
is virtually no empirical evidence relating actual policies to im- 
portant outcomes, such as ease of recruitment, successful completion 
of training, Job performance, and Job satisfaction. The conclusions 
and recomnendatlons which can be Inferred from the literature are 
therefore largely judgmental. 
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WOMEN AND THE WlLlTARY 



Hi_stci"ica1 Trends 

In tNi United States , service in the military and the defense of 
the countrjf Jiaye tradltlonani^ b^eri the province of men with the excep- 
tion of a fev/ legendary folk Nr^iri«. Women provided informal support 
In traditional caretaking roles, but \^ere not a part of the military sj^s- 
tern until the establ Ishment of tlie Am^ Nurse Corps 1n 1901 and the 
Navy Nurse Corps in -1908* These g^-cupSi while uri formed, 1 acked full 
ninitary status and binefits until after th€ Second World War, 

Wtth the advent of World War I , there ms Interest in admitting womei 
to the mil Itary for various reascns * One reason was that women had, 
in the preceding decade t developed lis In the c1v1 Han labor force 
which mtm necessary to the func^l&nlrig of the arrned services* For 
instance, wonien domi nated the secretarial s clerical , and switchboard 
operatDr fields^ The change in ^he way warfare was ^raged and the con- 
stquant growth of the mil 1tar^ orgiLrlzatlon were other Influencing 
factors » A softening of traditicnil attitudes toward what was considered 
a *'proper'*^ role for women also c^ntTi&uted to consideration of allovwing 
women In the arnied forces (Calen^i 1975)^ 

In 1917 General John J* Per5hlTig requested that 11 unl formed wonien 
telephone operators be sent to France. This request was granted ^ but the 
wofiieri werff sent as civilian enipl^ye«s of the War Department. Other Army 
commanders^ in Europe requested ttie enlistment of women as clerical worker: 
to replace enlisted rnenp but off icf als decNred 1t would not be leqal or 
in the Anriy-s best Interests to fliv^c yvonien military status* 

In contrast to the Army^s it^gatlv^e Interest in the utilization of 
womens tha Navy and Marine Corps bofth expressed a desire to enlist women 
In order to alleviate critical stiortage In clerical personnel assigned 
ashore, Wo existing statute was f&und whlcti prohibited their enrollment 
Navy and Marine regulations reqijirt^ the enlistment of ''citizens , " Thus* 
apprDxIfiiateli^ 13,000 "Yeoitienettei" and "Nrlnettes" volunteered and server 
as clerkSf t^/plsts, stenographerif end telephone operators wi th full 
iiinitari^ rank and status. These na^al wonieri enlistees , whose primary 
function v/as to release naval met) fcr sia dutys were disbanded at the end 
of the war, and once again the ofily^ wpmen In the amied services were the 
1,SOO In the two nurse corps. 

Durirtg the period between tHi First and Second Mori d Wars , two 
studies w^re madi regarding the utilization of wonien in the military, 
Anita Phipps s a civilian who Served as the Amiy's Director for Women's 
Relations from 1920 until 1931, ad\rccatid tfii establishment of a separate 
woinen swiee corps. Major Everett S, Hughm^ In his paperi "Particlpatli 
of Momen 1 n War si" proposed that mmm be fully Irtegrated Into the Amy. 
However I rto action was taken on ^he recomiierdatlons of these studies, 

With the beginning of World Wit II there was renewed Interest In 
using women 1n the nnilltary. Reports of the success of the auxiliary 
forces of Great Britain* conib1nt<l v/ith the possibility of personnel 
shortages in theUnfted States ard the pressure of wonien's organizations » 
were aiMng the forces which led Corisre^^v^oinan Edith N, Rogers to Introduci 
a bill cr&ating a women's corps in the Army. Despite some opposition froi 
various branches of the Army^ a fcin instituting Women:S Army Auxiniary 

3 

o 

ERIC 



Corps was signid into law In 1942. The women's reserve of the Navy 
(Women Precepted for Volunteer Emergency Services, or WAVES) was formed 
later the sain« ^ear, The reserve branches of the Marini Corps and 
Coast GiMrd also recruited women, who were called SPARS (Semper Pratus, 
Always (teady) (Binkin, Bach » 1977). 

Ev&n before the first WAACS had conpleted their training, it 
beanie apparent to military policymakers that the original limit of 
12^.000 y#oinfln wuld-'be insufficient to ease the Army's severe personnel 
shortages. FurthiePinore. it seemed likely that recruiting women on an 
auxiHarty basis would be problematic. In the spring of 1943, the WMC 
was chariged to WAC (Women's Army Corps), a distinct branch of the 
Army whi ch en ti tl ed women to rany of the same privileges and rights of 
men. Daring the wartime period, WACS were largely assigned to clerical 
and adml n1 strati ve positions, but shortages of men opened up most non- 
cotnbat Fields to the women. For example, some women were employed as 
airplane mficfvanira, parachute riggers, gunnery instructors, a1r traffic 
controllers, and naval air navigators. In short, women worked 1n nearly 
every occupatioii outside of direct combat, fteny were assigned overseas, 
mostly tn Europe* but also in North Africa and the Pacific, frequehtly 
followirig closely behind the front lines. A total of 350,000 women 
served f n active dut^* with one of the female military groups during the 
Mar, represeritl fig about 2% of those who served. 

When the War ended in 1945, the succeeding demobilization was the 
largest and iraost rapid 1n U.S. history. Within 3 years, the number of 
women Ira the services decreased froiii 266,000 to 14,000, merely 1% of 
mil itary strength. The position of women who reiiBlned In the military 
during this period was uncertain because authorization for the WAC was due 
to expire in 1948. However, this tenuous circumstance was alleviated 
by the passage of the Women's Armed Forces Integration Act of 1948. The 
legislation enabled all four services (Army, Navy, Air Force, and Marines) 
to offer a pemanent military career to women (Blnkln, BacK» 1977). 

While the Integration Act of 1948 institutionalized the role of 
wonien in the intlitary, it also preserved the discrlnilnatory restraints 
upon Momen wNich had been characteristic of military utilization of _ 
female personnel throughout its history, Congress imposed an upper limit 
for the regular employmwit of women to Z% of the military services. 

Further It ml tat ions were imposed upon women in several areas. The 
age of enllstrnent without parental consent differed for nales and females; 
no woman under 18 could enlist, and If the potential candidate for the 
services was under 21, parental consent was necessary. Once enlisted, 
thewcmen's abfllty to rise to higher ranks was hindered by regulations 
which prohibfl ted the consideration of women for promotion beyond the rank 
of ri«uiEenan€ colonel or cominandfr. The 1948 legislation also discriml- 
na-ted against wonien with dapendents. Benefits for the children of en- 
listed women were circumscribed by the requirement that the woman was the 
chief SEJpport or the father of those children was deceased. Otherwise, 
th«y mm inelfglble for the complete benefits of Regular Mnitary 
Cowpefisatlon. . 
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Tht strains upon male persomel during the Vietnani conflict again 
prompted the re-eval uation of the v/oman's role in the fflilttary. rn 
1967^ thi legislation which limted the career opportLini ties, i.e. i 
promotions for women, was altered^ and the Congressional accession 
limitations on women were removed* Howevers until recently^ none of the 
services came even close to recrLittlng to the 21 level* In the kmy^ 
from the period 1948 to ISTO^ the percentage of women reniained remarkably 
constant, ranging from a low of 3rto a high of USX during the Korean 
war period* 

During the 1970s ^ several factors have influenced the Departnient 
of Defense to seek ways to expand the role of women 1n the armed services. 
The first of these was the decision in 1970 to end the draft, which led 
to the preparation of Central AlWolunteer Task Force reports "The 
Utilization of Military Worani ■ fn 1972* Another strong Influence is 
the Equal Rights Amendment with its implications for the military. 

The growth of women's labor force participation in the civilian 
sector also played a part 1n charging people's conception of "women's 
roles" and 1n alerting the military parsonnel specialists 
to the possibilities of using "^cinanpower" to meet the services' needs. 
Furthermore^ feminists in and out of the military are mking people 
conscious of the sex discrimination that permeates much of our society, 
Legal challenges to discriminatory policies in and out of the military 
have become increasingly commoni 



Women and Hilltary Policy 

Discriminatory regulations concerning accession cei lings, entry 
requirements, entitlements, admission to service acadaniiesi and preg- 
nanclas and dependents which served to prevent or deter women from equal 
opportunity in the milltaryi both nCinierlcany and 1n career optionS| 
were based on legal, logistical, and cultural grounds (Battle, 1976) 
rather than on the observed perfoirmnca of female personnel in World 
War II. Major revisions of these poHclis have taken place as a result 
of several pressures, as dlscusSid fn thi preceding section. 

The Women's Armed Forces Integration Act of 1948, v#h1ch regularized 
the states of women in the mllltaryp also established restrictive policies 
on accession ceilings and enlistment riqulrements, Of these restrietlors , 
Corson (1972, p. 16) says, "...it Is hardly surprising tnat tne v/omen 
themselves felt the best way to imlntain a positive Image of military 
women was to Insist on higher standards- It was generally felt that 
the role of women In the milltarj^ should be to serve as a readily ex- 
pandable nucleus...,". However, others have failed to find a rationale 
for thesa policies (Binkln, Bach t 1977)* 

The 21 llfnitatlon on vromen in the military was removed by Con* 
gressional action In 1967 to meet the increased personnel demands of 
the Vietnam conflict, but the di ffirentlal 1n entrance requl rementss 
that females must be 18, must have written consent if tinder 21, and must 
have a high school diploma or GED did remain in effect until ig76» vwhen 
enlistinent standards were equaliaad^ 



A traditional argument against expanding the number of womefi in the 
military cites their tendency to leave the services before completinc] 
tha1r first enlistment. Largely, this was due to policies concerning 
marriage and pregnancy (Binkin, Bach, 1977), Prior to 1970, the services 
discharged any woinan who became pregnant, A Defense Department directive 
In October of that year made possible the retention of pregnant women 
who did not wish to separate from the mil itary, subject to a case-by-case 
review. The Amy Implemented this policy for married women in 1971, and 
2 years later extended the right to request to remain on active duty during 
pregnancy to all women, regardless of niarital status. Involuntary discharge 
of officers for pregnancy or parenthood was discontinued In Septeiiibers 1974*, 
6 months later enlisted women were given the same protection from sepa- 
ration (Women in the Army Study Group, 1976), Similarly, all other 
branches of the military have revised the policies that prohibited 
a pregnant woman from remaining on duty.' This position parantls the 
Department of Labor classification of pregnancy as a "temporary disability*" 

A related issue, which had imposed limitations upon women, con- 
cerned their dependents. The Women's Armed Services Integratlor Act 
of 1948 discriminated against wan»n who were not the sole support of 
their husbands and/or children. Dependents of •women personnel were 
denied benefits unless the father was deceased or the woman prcvlded 
chief support, In 1973, the Supreme Court presided over a case filed 
by an Air Porce officer charging the mnitary's reguTatloffi to be dis- 
criminatory. An eight-to-one decision in the Frontlero V, Richardson 
suit gave dependents of female personnel the right to full benefits. 
There has also been an equalization of family entitlements betvfeeii 
service v^men and service men. 

Perhaps the most publicized and debated step taken toward the full 
equalization between men and women In the military was the 1975 Congres- 
sional decision to admit females to the service acadernies. Because the 
academies exist essentially to educate future officers for combat activity, 
the admittance of women signals legislative support for the conplete util- 
ization of women. The issue of the mil itary woman In combat Is, and has 
always been, at the crux of all restrictions placed upon taiiales in the 
services. 



Women and Qccitpatlonal Assignments In the Military 



The Issues surrounding the utilization of women have been of great 
concern to all branches of the armed forces. The most controversial 
Issue in the discussion of utiliiatlon of women is their asslgninent to 
con^at duty. Although combat weapons training is provided^ at present, 
all of the services have prahiblted the enplopient of women In combat- 
oriented positions. 

The combat- related policies of the American arit«d forces are not 
markedly different from those of other mtions. KInzer (1976) has 
pointed out that Arab, Noivegian, Israeli, and Yugoslay woinen have 
served In combat. By and large, however, n»st countries exclude women 
from combat duty, although combat training is provided by some. Even 



in Israel t where universal conscription requires all 18-year-old men 
and women to participate in the Defense Force, Vrfomen are used primarily 
to relaasi men for combat (Thomas i 1976), 

The passage of the Equal Rights Amendment, however^ would undoubt- 
edly necassitate some changes in American do! icy. Mr. William H. 
Rehnquist, who 1n 1971 was the Assistant Attocne^ General of the United 
States, gave his legal opinion on this Issue during the House Judiciary 
Cormilttee hearings on the Equal Rights Amendment 1n April, 1971^ 

The question here is whether Congress would be 
required either to draft both men and women or to draft 
no one. A closely related question is whether Congress 
inust permit women to volunteer on an equal basis for all sorts 
.of mnitary service^ Including combat duty. We believe 
that the likely result of passage of the Equal Rights 
Amendment is to require both of those results. 
As has been pointed out by many of the Afflendment's 
supporters p that would not require or permit women 
any more than men to undertake duties for v^hich they 
are physically unqualified under some generally applied 
standard*,.." (Rehnqulstj cited In Frings ^ 1972).. 

. If the Equal Rights Amendment is ratified ^ there will probably 
be an early test case of the legality of prohibittng women from 
combat. There are many Indications' that at least some women want to 
serve on combat duty* Women at all of the service academies have spoken 
out on this issue. Recently four women in the Mavy Sttid the Navy for 
the right to be assigned to serve on ships at sea other than hospital 
ships. The contention of this class action suit Is that prohibition 
frofn sea duty denies them opportunities from training and advancament 
and also prevents them from sharing in the "true Navy purpose," 

Due to the restrictive policies related to the coirtbat questions 
the services 1 until several years agOs were eoordlnately restrictive 
about the Military Occupational Specialties CMOS) which were open to 
women. The mnitary, as well as private Industryp has been subjected 
to Increased pressure to comply with Federal directives on equal oppor- 
t unity emplojmient. 

The Intagration Act of 1948 lift authority for the assignment of 
womM in the Air Force to the Secretary of the Air Force* with the pro- 
vision that no assignment be made to aircraft engaged in combat missions* 
Throuih strict definition of the term "combat" the Air Force bafrid women 
from serving aboard any aircraft as alrcrewmaiibers until 1976. In 1976* 
the Afr Force began training tht first group of female pilots, and since tha 
time, has bein eKpandIng the role of women to Include navigator and missile 
launch personnel . 
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There are wider opportunities for enlisted women in the Air Force; 
only 13 occupational fields are closed to them for "conbat" reasons (Table 1) 
However* the lack of housing facilities for unniarrled women bars their 
assignment to 45% of the overseas jobs. 

Because the Air Force has the small est rati o of wmbat-to-support 
personnel of any of the servlceSi there should exist the greatest oppor- 
tunity for the tnterchangeable use of women. However, present plans 
are to fill only one out of every eight appropriate jabs with women by 1982. 

Despite these restrictions which the A1r Force has imposed on the 
utilization of women, it is clear that the role of women In the Air Force 
is undergoing an unprecedented expansion. The Air Force ts currently 
interested — as Is also the case for the private sector — in recruiting 
and training women for a variety of nontraditional asslgnnients. like 
most changes, this expansion has encountered some difficulties, 
from both the women themselveSi who may lack raotivation and prerequisite 
skills, and from men » who are skeptical of women's abili ties and their 
abtlity to perform effectively or who perhaps are threatened by the 
implications of changing roles. The issues underlying these 
difficulties are scrutinized in greater detail subseqijently in this 
litera ture review. 
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TABLE 1 



Air Force Enlisted Occupational Fields Closed 

to Women* 

Defense Aerial Gunner (mXO) 

In-fUght Refueling Operator (112X0)^ 

Flight Engineer (nsXOA)^ 

Flight Engineer (113X0C)^ 

Flight Engineer (11390)'^ 

Aircraft Loadmaster (IT 4X0)^ 

Pararescue/Reco very ( 71 5X0 ) 

Air Traffic Control (Z72X0D) 

Radio Operator Naintetiance and Driver (275X0) 

Ground Radio Conmuni cat ions Equipment (P304^4) 

Security' Specialist (811X0) 

Security Specialist , Dog HandTer (ailXOA) 

Sensor Operator (99602) 

^Effective 30 April 1978 (AFR 39-1). 
"These fields are row open to 
women on a test basis. 
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WOMEPI AMD NONTRADITIONAL CAREERS 



Occupational Segregation 

The data on occupational distrfbution presents an impressive and un- 
mistakable picture of occupational segregation on the basis of sex. 
Occupational segregation has two noteworthy aspects. First, it involved 
a horizontal division of labor — a distribution of workers such that 
certain occupations are dominated by women and others by men, dispropor- 
tionate to their overall participation in the labor force. Measurements 
of this type of concentration have shown that, despite changes in the 
sexual distribution of specific sectors over time, the overall level of 
occupational segregation has changed very little in the past few decades 
(Bergmann & Adeltnan,ig73; Sross, 1968-, Lapidus, 1976^ Oppenhelmer, 1968). 
A horizontal division of labor by sex appears to be a universal of 
human society, although the exact division of sex-ordered tasks varies 
considerably from one society to another (Hartman, 1976). 

The seconid dimension of job segregation is concerned with the vertical 
stratification of particular occupations. Regardless of the occupation, 
there is a inarked tendency for the proportion ef men to increase at 
successively higher levels of status, income, and responsibility. Hier- 
archial strati ficatiom is evident even in those occupations in which 
women predominate, such as teaching and social work. 

The narrowness of women's occupational range has been well -documented. 
In the decade between 1960 and 1970, despite a substantial Increase (38%) 
in female labor force participation, women remained concentrated in a 
handful of occupational groups. In statistics from the 1960 and 1970 
census, we find that over half of employed women were employed in clerical, 
operative, or service positions. The employment growth during this decade 
was primarny in Jobs which are traditionally female, such as typists , 
stenographers, secretariies, and health service workers. In fact, in many 
trad itlomlly female Jobs, the ratio of women to men increased from 1960 
to 1970. For example, among clerical and kindred workers the ratio 
Increased from 2.12 to 2.78; among health service workers, the ratio 
increased from 4.S9 to 7.4S| and among personal service workers, the 
ratio rose from 1.13 in 1960 to 1.97 in 1970 (U.S. Bureau of the Census, 

1976). , , . 

Wlthiii each sector, then, women tend to be concentrated in specitic 
industries which have traditionally employed them. For instance, within 
the service sector In 1973, women made up 61% of the elementary and secon- 
dary school teachers, but 421 of college teachers; women were 461 of all 
employees in retail trade, but only 231 in wholesale trade. Similarly, in 
the manufacturing S€ctor, women were 461 of all employees in textile mill 
products, Bl% in apparel, 60% in leather, but less than 101 in lumber, 
primary metal , or. petroleum refining (Waldman, Mc Eaddy, 1974). 

A more detai Ted analysis of occupational segregation by Individual 
occupation highlights two further aspects of the problem. First, unlike 
men, woinen are hiavily concentrated in a very restricted range of occu- 
pations. The Bureau of the Census lists more than 250 distinct occupations. 
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yet half of all employed woman were working in only 21 of them in 1969* 
Approximately 251 of all women workers were employed in just five occupations 
secrstary-stenographer, household worker, bookkeeper, elementary school 
teacherp and waitress. By contrast^ men are much more widely dispersed* 
with half of the male workers In 65 different occupations (Hedges, 1970) • 
Looking at the same kinds of statistical evidence in another way, it can 
be observed that most wornen work in predoinlnantly feinale jobs. In 1960s 
for example j nearly half of all women workers were In occupations 1n which 
wonien represented 80% or more of total ewploymentp while only 21 of employed 
men were in these same occupations (Zellner, 1975), These data indfcate 
that not only are there "men-s Jobs" and "wonien* s jobs^" but also that 
there is little opportunity for selection within female-type jobs. 

There Is also evidence that the employfnent distribution of v/omen 
is skewed toward the lower end of the occupational structure. In both 
white^^collar and blue-conair jobs, men tend to have the highist-paying, 
highest-status jobs. In 1971, greater than 60^ of female white-collar 
employees worked In clerical JobSi while nearly 701 of the men in white- 
collar jobs worked in either the professlonaVtechnical or managerial 
categories, A similar picture is found 1n blue-collar occupations, 
where about 45% of the malesi as opposed to 111 of the females were 1n 
skilled crafts or supervisory jobs 1n 1971 ^ while over 80% of the blue- 
collar women and about 40% of the blue-collar men were classified as 
operatives (U.S. Dept. of Labor, 1972)* Even in specific Industries where 
women are over represented as operatives ^ they are often virtually excluded 
from craft jobs. For example, in the electronics industry Cleveland, 
57? of the operatives but i% of the craftspersons were found to be women 
(Sifmons et al. , 1975), 

The outlook for occupational "desegregation" does not look particu-^ 
larly promising. Based on projections to 1985 made by the Labor Depart- 
ment in 1974t over 2/3 of the total Increase forecast for women is expected 
to take place in clerical and service fields. Only 3.41 of the employment 
gains are projected for craft jobSc^ The concentration of v^omen 1n low- 
paying jobs, and their underM^resentation in high-paying JobSi will not, 
according to these predictions, change much by 19B5, Some data and forecasts 
are shown In Table 2. Among the 123 occupations considered, women wefe 1n 
1970 and will be in 1985 under represented among all 10 of the highest- 
paying jobs, while a disproportionately high percentage of women workers 
were and will be employed iniall but one of the 30 lowest paying jobs 
(Lecht, 1976). 



Women Empliayed in the Skilled l^rades 

The dominance of men In craft jobs is unparalleled in any other 
sector and therefore represents Qm of the e5<treffles of occupational 
segregation^ Even during the Seaond World tor, when women working in 
production Jobs in defense Industries were highly visible, (e.g,^ 
"Rosie the Riveter"), they filled only about 5% of all skilled jobs. 
Every decennial census from 190O to 1950 has revealed that women are 
only 2% to 3% of all crafts workirs . 



TABLE 2 



Representation of Women in Ten Highest-Paid 
and Ten Lowest-Paid Occupatinns 



Occupat ion 



Ten Highest Paid: 

Stock arid bond sales agents 
-Managers and administrators, n.e.c. 
Bank officials and financial managers 
Sales representatives, manufacturing 
Real estate appraisers 
Oeslgners 

Personnel and labor relations workers 
Sales representatives, wholesale 
Computer programmers 
Mechanical engineering technicians 

Ten Lowest Paid: 

Practical nurses 

Hairdressers and cosmetologists 

Cooks, except private household 

Health aides, except nursing 

Nurses aides 

Sewers and stitchers 

Fami laborers 

Dressniakers and seainstresses 
School monitors 

Childcare workers* except private household 
All study occupations 



All Occupatigns 
* Projected 



1970 



8.61 
11.6 
17.4 

8.5 

4.1 
23.5 
31.2 

6.4 
22.7 

2.9 



96.3 
90.4 
62,8 
83.9 
84,6 
93.8 
13.2 
95.7 
91.2 
93.2 
35.9 

37.7 



1985' 



12.5% 

11.0 

23.5 

5.7 

8.7 
30.3 
28.7 

9.9 
18.7 

7.3 

97.8 
92.4 
60.4 
79.2 
88.9 
93.5 
17.4 
94.2 
95.8 
88.4 
40.5 

39.0 



no 
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By 1970, however, some changes were noticeable. In terms of abso- 
lute numbers, there was an increase of women employed in the skilled 
trades from 277 thousand in 1960 to 495 thousand 1n 1970. This rate of 
increase (79%) was more than twice that for women In all occupations (381), 
and was eight times as great as that for men 1n the skilled trades during 
the same period (Hedges, Bemis, 1975). Inspection of the data for speci- 
fic trades reveals the gains woman made were 1n a broad range of skilled 
occupations. In comparison with 1960 figures, the 1970 census showed the 
following rates of Increase, In terms of women as a percentage of the total 
in various traditionally maleg bluie-conar occupations: plutiibirs and 
pipefitters 26%, telephone installers and repairers 751, and metal Job 
dye setters 33% (Calculated from Table 2, Hedges and Bemis ^ 1975). Although 
it 1s too soon to ascertain the long-range trend of women working in the 
skilled trades, data from the 1973 Current Population Survey suggest that 
the movement of women Into crafts Jobs 1s continuing (Women's Bureau, 1974), 

Despite this optimistic outlook for increasing female participation 
in nontraditional industrial career fields, women still represent a very 
small fraction of the total workforce in these occupations, In 1970, the 
percentages of women employed in a sampling of trades were as.follows: 
brlckmasons and stonemasons 1.31, electricians 1.8%, machinist 3.1%, 
locomotive engineers .8%, plumbers and pipefitters 1.1%, and aircraft 
mechanics 2.9%. In only a handful! of occupations did women represent at 
least 25% of all employees - bakers, bookbinders, window dressers, engra- 
vers, and tailors (Hedges, Bemis, 1975). 

Characteristics of Women Emp Crafts persons 

In comparison with the Interest in such high«status nontraditional 
careers as law, medicine, management, and engineering among feminists and 
social scientists, there is a surprising lack of expressed concern with 
the special characteristics, needs and problems of women entering Indus- 
trial career fields. An examination of the literature on nontraditional 
occupations in sociological, guidance, and industrial psychological 
journals lends credibility to the accusation of "elitism 1n the women's 
movement" (Murphy, 1973). Thus, while a good deal 1s known about the 
kinds of Influences which motivate college women to seek medical and 
legal training, there is virtually no understanding of the forces which 
lead women to seek jobs in male-dominated trades. Similarly, there 1s 
little knowledge about the characteristics of women who are attracted 
to such occupations, despite the fact that this Information could be 
useful In formulating personnel policies concerning recruitment and 
training. ' 

This neglect of women In working-class jobs has not always prevailed. 
In the first 25 years pf this century, there was considerable research 
interest in the conditions of women employed In blue-conar jobs , This 
Interest took the form of surveys and case studies in a varfety of occu- 
pations, as Illustrated 1n the following sample of book titles from this 
period: Saleswomen I n Merc antile Stores, Women Workers In Factories , 
Women as Munition ^tekers , Prisoners ^of Poverty; Women Wage Workers. Their 
Trades and Their LivelT ArtlficlairFlower Makers , and Woinen in the Book- 
blndfng Trade (for the fuTl references and additional titles, see Roby, 
1974). These books, together with articles appearing in both lay periodi- 
cals and academic journals, described the working conditions, of blue-collar 



women and the sociaU psychological, and physical problims which resulted 
from thesf conditions for both the women and their families. Such studies 
helped to Initiate reforni legislation for working women. During, World War 
I, interest in urban social reform in general, and bl ue-coll ar working 
women, in particular, began to decline. , j 

In recent years not a single book has addressed itself to the needs, 
problems, or conditions of women employed in industrial blue-collar jobs, 
and scholarly articles on this subject are extremely rare. In contrast, 
there has been extensive research attention paid to men In industrial 
work roles by sociologists, industrial psychologists, economists, and 
industrial relations e)(perts In the past few decades. Roby (1974) found 
that not a single article on blue-collar women has been published in either 
the American Journal of Sociology , the American Sociological Re vleWj or 
SocloTofrca Tjnquiyi within the past 30 yiars, and only one such article 
has been published since 1910. , . 

There does, however, appear to be a resurgence of popular and aca- 
demic interest in wornen in blue-collar jobs. After a half of a century 
of inattention, several influences have combined to stimulate new concern 
for and research on women in working-class jobs. These Influences Include 
the general spirit of femlnlsin prevailing In the 1970s, the rise of the 
more specific blue-conar women's rights movement, and the Increasing 
concern with "blue-collar blues." 

The 1970 census provides some demographic Information about women 
employed in skilled trades, The average craftswoman was several years 
older than the average female employee in all occupations (42.9 versus 
39.2 years). Women employed In a skilled blue-collar Job had slightly 
less education as a group, but the difference in niedlan years of schooling 
was less than half a year (12.0 versus 12.4 median years). One out 
of 10 of these women had 1 year or more of college. With regard to marital 
status, the craftswomen were as likely as other working women to be 
married, less likely to be single, and more likely to be widowed or divorced. 
The racial composition of women in the trades was about the same as f^r 
all women workers, with nine out of ten being white. About half of the 
married women in skilled Jobs were married to blue-collar workers and almost 
1/4 were wives of men in white-collar occupations. Data from the more 
current Population Survey revealed a tendency for women in the trades to 
be better educated 1ti 1973 than in 1970 (12.2 years versus 12.0 median 
years of schooling) and to be younger (median age 40.4 years versus 42.9 
years). The trend thus appears to be that demographic differences between 
women In skilled trades and women employed in other Jobs are narrowing or 
disappearing. 



Experiences of Women In Skilled Industrial Jobs 



The popular press and business and trade magazines have given con- 
siderable coverage within the past few years to women in nontraditlonal 
blue-collar employnient. The "human Interest" type articles appearing in 



these fnedia typically focus on the experiences of one or tv/o women who 
hmm broken through the "males only" barrier in such fields as construction, 
mechanics, and ilectronlcs. Almost all of these articles report on 
women who have encountered little or no difficulties with male coworkirsi 
supervisors, or the work itself* For example, Louviere (1976) tells about 
the successful mechanic who operates a business named "Transm ssions by 
Lucnie*'; Harris (1975) describes the transition of Ms, Jackie Sue 
Gregory from telephone clerk to heavy equipment operator^ Shepherd (1970) 
narrates the positive experiences of women trained as welders in a ship- 
yard; Dietz (1977) discusses the motivation and direction of women 
in art electrician's training course* 

These anecdotal materials, which are quite plentiful, constitute 
the bulk of existing information concerning how woiren fare once they 
have made the decision to seek employment in skilled Industrial fields. 
It 1s quite likely that these reports are biased toward favorable accounts 
of working experiences* Women who have encountered problems in skilled 
jobs are unlikely to have their views represented 1n the popular or 
business media. For instances most of the popular articles report on 
women who found their male coworkers cooperative and accepting, A typical 
comment appeared in a Labor ^Department magazine from a wonian machinist: 
"They (her fellow workers) kid me some^ but they accept me. And they 
helped me adjust to the demands of this work,,. On the job^ they treat 
me Just like they treat everyone else*" (Changing Patterns^ 1976^ p, 10), 
However^ a few reports in the feminist press suggest that harass- 
ment ^ mistreatment 5 hostility and paternalistic attitudes on the part 
of coworkers and supervisors is a problem for at least sorae women 
entering the skilled trades (for example, West^ 1977). Roby (1974) 
has similarly mentioned anecdotal reports of interpersonal difficuities 
experienced by women steelworkers: 

Women steelworkers who have recently broken into jobs 
held only by men since World War II have reported that 
black men, perhaps sensitized by their own experiences of 
fighting discrimination ^ have helped them learn their new 
jobs while white men have often harassed them and refused 
to teach them even safety precautions* Harassment including 
foremen making women during their probationary period carry 
excessive weights which tractors rather than men normally/ 
carry; male workers^ refusing to teach women safety pre- 
cautions which they have always taught new men; men tell inn 
women^ "you wanted the Jobs n^ you can cope with iti" and 
foremen refusing women normal breaks and giving them the 
Jobs of two men to perfonri are all happenings which were 
reported to me by women who have recently broken into 
Jobs tradltlonany held by men. Some of this treatnient 
resulted In physical injuryj some resulted in women 
dropping out of the Job or being firedi some was followed 
by women gritting their teeth ^ keeping their jobs and 
later organizing other women or filing union complaints 
or lawsuits against the companies (Roby, 19745 p, 30)* 
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Objective and systematicany collected data concerning women s 
on-the-job experiences in craft jobs ire scarce. The Women m ApP^e^n- 
ticesmp Project sponsored by the Wisconsin Division of Apprenticeship 
and Training conducted a survey of the women who had entered apprentice- 
ship (luring the first 2 years of the project (July, 1970 |o 1972). 
Information was collected from 159 women, who constitued 85% of the 
population. Of the total group who entered the Program, 24% (N-45) 
dropped out. While none of the dropouts listed the difficulty of the 
work itself as the primary reason for leaving, 32% of the dropouts, 
compared with only 15% of those women who continued the program, said 
that some physical aspects of the job were too difficult. Among both 
grouDS, relations with co-workers appears not to have posed a serious 
problem: on St of the dropouts and 2% of those continuing said they did 
not have friendly daily relations with co-workers. According to their 
self-reports, these women were tnore likely to encounter resistance to 
their career choice from friends and relatives than from fellow workers. 

The most useful information concerning the experiences of wonten 
in nontraditlonal blue-collar jobs comes from a recent study by Meyer 
and Lee (1976). These investigators conducted interviews with employees, 
of 10 utility companies concerning their experiences with the inte- 
qratlon of women into traditionally male white-collar (mostly managerial) 
and blue-collar (mostly crafts) Jobs. Various groups -of employees were 
interviewed: women in nontraditlonal occupations (N«164), their male 
co-workers (N-64), their subordinates (N«56), and managers in 
the companies (N^102). Most of the blue-collar women interyiewed ^ 
expressed favorable attitudes to their job: m said they liked their 
job very much, and 34% said" they liked 1t fairly well. Only 14 J of these 
women disliked their work. (By contrast, however, only 3% of the women 
in nontraditional white-collar jobs disliked their jobs. When asked 
to explain the aspects of their Jobs which they least iked, the things 
.most commonly mentioned by the blue-collar women were dirty woHcM15%h 
the "nechanical aspects" of the Job (14%), and the"outside environment 
(121) 

Another area of questioning related to the women's perceptions of 
their own qualifications and handicaps in performing their work. A 
majority of the women (79«) felt just as well qualified for their jobs 
as the men, and 55% said that they did not feel handicapped in any 
aspect of the job. Among those women who mentioned a handicap, ab% 
cited lack of technical know-how, and 26% cited physical strength and 
starnlria as the sources of the handicap. _ 

The majority of blue-collar women felt that they experienced more 
on-the-job difficulties than did most men. The most frequently mentioned 
difficulty was the harassment by male coworkerf , Usted as a problem 
by 29^ of the women. In some cases, the interviewees maintained that 
some of the men sabotaged the women's work in order to make themjook bad. 
In other cases, the women felt that men often came to each other s aid 
on difficult assignments, but rarely helped a woman with a similar 
assignment. A somewhat less-frequintly named difficulty (15%) was the 
problem of supervisors' showing animosity towards the women. One woman 
described her situation in the following terms: 
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The men make It tough for me to do wells and the 
supervisor is the worst* He gives me all the tough 
assignments and he won't help me 1f I have a question. 
He saySs "If you think you are such a smart ass and 
can do this kind of work, figure It out for yourself J' 

(Meyer, Lee p. 63) 

A third form of harrassnient, mentioned by 14% of the women, came from 
the general public. This harrassment generally took the form of 
hostility towards a woman's taking a Job "away" from a man, but 
sometimes took the fonn of sexual advances. 

This study suggested that the woren entering craft jobs normally 
develop strategies to enhance their own effectiveness and thereby 
reduce the problems they experience* The most conmonly used approach 
by this group of women (37%) was to become technically competent by 
learning the job as best they could. The authors explained the women's 
rationale for this approach as follows: 

The women very often felt that they were on the spot, 
in that the men would be looking for Inadequacies in their 
ability to do the work. Therefore, in order to insure that 
they would not make mistakes or look bad to their male work- 
ing associates, many of them felt that they had to make an 
extra effort to learn the job as well as possible. 

(Meyer, Lee 87) 

Other frequently mentioned approaches for enhancing their own effec- 
tiveness Included ignorinq the men's harrassment (36%) , working hard 
and doing more than one's share (32%) ^ and maintaining a friendly^ 
cooperative attitude (32K), 

Interviews with these women's supervisors revealed that about 
half the women were judged to be performing very well. Only about 
10% were described as performing very poorly. The supervisors 
frequently attributed the poor performance to the fact that women had 
been persuaded to apply for the jobs even when they had no interest 
in the work Itself. 

In sum, the findings from this study suggest that women entering 
traditionally male jobs are under greater pressure than Is true of the 
typical male to do a good job and to manifest a "positive attitude," 
even though peer harrassrent may make it difficult for theni to do so. 
On balance, the women appeared to have developed strategies which 
enabled them to function fairly well. Further research in this area 
is, of course, needed before coming to conclusions about the job 
experiences of skilled blue-collar women or before formulating policies 
to help make those experiences more positive ones* 
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Pra^nn^ for Frtrv into Ski'iipH TraHps 

Although there 1s little documentation concerning the reasons a 
woman would choose a male- dominated production Job, Hedges and Bemis 
(1975) suggest several potentially important factors. First of all, 
, while the women's movement has made no special efforts to involve blue- 
collar women, it nonetheless cannot have failed to accomplish consider- 
able "consciousness-raising" among working-class women. Public opinion 
surveys demonstrate the changing picture of women's perceptions of their 
own roles and status. In 1962 only a minority of women responding 
to a Gallup Poll believed that women were unfairly treated, in ly/u, 
women were about equally divided. By 1974, however, the women polled 
approved by a two-to-one margin the effort to improve their status 
and secure equality, and younger women were even more supportive of 
social change affecting sexual equity (Chafe, 1976). A Harris survey _ 
asking the same question detected a dramatic shift in a ^ yenr^ penoa 
from 1971 to 1972 (Murphy, 1973). In a study comparing subjective vs. 
objective measures of sex discrimination over the 1969-1973 period, 
Staines, Quinn and Shepard (1976) attributed to the consciousness- 
raising efforts of the women's movement their finding that while objec- 
tive financial discrimination did not change, perceptions of discrimi- 
nation for women as a whole doubled. Interes-tingly , the most substan- 
tial proportionate increases in perceived discrimination occurred amonq 
blue-collar workers: 1.9% of the national probability sample polled 
1n 1969, compared with 10.4% polled in 1973 reported sex discrimina- 
tion at work. ^ , . . ,-Jav,a+4«ne 

Hedges and Bemis (1975) also mentioned economic considerations 
as a factor motivating women to seek employment in the trades. For 
women with no more than a high school education the ski VrTi 1 1'^cln^ 
offer excellent opportunities for higher wages than typical ly can oe 
earned in "female" Jobs requiring comparable levels of education. 
Apprenticeship and on-the-job training programs are particularly de- 
sit-able from the economic point of view. Baker (1975) reported some 
infonnal evidence that higher pay is the major attraction to the 
skilled trades among women. , j b • 

Psychological advantages are also cited by Hedges and Bemis as a 
contributing motivational force: "Jobs in the skilled trades generally 
present a striking contrast to the controlled and fragmented Jobs of 
many factory and office workers. Many offer more independence and free- 
dom, as Illustrated by the opportunity to develop particular ways of 
working and to move about while performing the work, and individual 
ownership of tools. The work itself, which may involve producing a 
finished product, brings a sense of achievement. In addition, some 
women find the outdoor work that typifies some skilled occupations 
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more satisfying than work in offices, factories, or stores," (p. 18), 

In the previously mentioned study by Meyer and Lee (1976) t the 
women employed in nontraditional blue-collar Jobs were asked what 
specific aspects of the job they liked best. The most frequently 
cited aspect was the high pay, which was mentioned by 451 of the 
sample. Other conmonly mentioned advantages of their current job were 
its variety {29%)^ its challenge {23%)^ and the amount of freedom 1t 
afforded (11%), 

On the basis of these considerations j in addition to the legal 
constraints against sex discrimination^ it seems likely that the trend 
toward increasing female involvement In Industrial careers will con- 
tinue in the years ahead. 

Modes of Entry into Skilled Blue-Collar Jobs 

Women encounter a host of social, psychological 5 and economic 
barriers in breaking Into skilled trade. Females are socialized to 
think of craft occupations as "unladylike" or a man's job throughout 
their childhood and adolescense (sees for examples Bernard, 1971; 
Harmons 1971), The educational system has traditionally done little 
or nothing to foster the development of mechanical skills in its 
female students and* many schools have in the past prohibited girls 
from enrolling in ship and industrial arts courses (Frazier and Sadkerp 
1973; Roby, 1976). School guidance counselors and advisers also tend 
to steer female students toward traditional female roles. Psychology 
icallyi women may fear that they will be perceived as unfemlnlne and, 
therefore* socially unacceptable If they express interest 1n--much less 
succeed In — ^traditionally male jobs. 

The vocational education systm In our society has been the target 
of a great deal of feminist criticism In recent years. Vocational 
training has been an important vehicle for preparing people for entry 
into skilled or semi-skilled occupations or Into formal apprenticeship 
programs. In the past 10 years * vocational education has flourished 
in terms of both enrollment and funding. But while more than half 
(55,5%) of all enrol lees In secondary, postsecondaryj and adult 
vocational education are women* only a small minority of these women 
are being trained for well paying jobs. Thirty-Seven percent of the 
woinen enrolled In Federally assisted vocational training programs were 
studing home economics » but only 3.8% were being given the kind of 
training which would lead to a job other than housewife. Only 5% of 
female vocational students were enrolled in Industrial or technical 
training (Lehman, 1977). 

Six discrimination In vocational education Is prohibited under 
Title IX of Public Law 92-318s and under many state laws as well (Healyi 
Lundi 1974). There Is ample evidence that sex discrimination still 
persists^ as one might expect after decades of discriminatory practices 
and structures. For example, a citizens' group 1n Massachusetts recent- 
ly found clear evidence of sex discrimination In admission at regional 
vocational high schools and in course offerings within programs despite 




state and Federal prohibitions (Mass. Advocacy Center, 1976). Blatant 
sex discrimination is only a small part of the problem, however-, sex- 
role stereotyping cannot be eliminated by mandate. Even the former 
Conmissioner of the Office of Education admitted, "There Is more^sex- 
role stereotyping in vocational education than In any other area" 
(cited In Verheyden-Hillard, 1975). Innovative programs and research 
projects have been undertaken to change sex-role stereotyping in 
vocational education, but progress is Hkely to be slow because internal 
as well as external barriers are operating. 

Few studies have been undertaken to examine the characteristics of 
any influence on women enrolled In nontraditlonal , nonprofessional 
training programs. One important exception is the recent study by 
Kane (1976) which focused on women In 2 year post-secondary vocational 
education programs. Women from 94 schools in 26 states were involved 
in the survey, 860 were enrolled In nontraditlonally female programs, 
612 were In traditionally female programs, and 452 were in programs 
which are not strongly sex- stereo typed (the "mixed" group). Nontradi- 
tlonal students tended to be older and more urban than other students, 
but came from similar family backgrounds. The nontraditlonal women 
were asked to name persons who had been Influential In their choice of 
occupation. The largest single group of influential educational 
persons were male vocational education teachers, but members of the 
women's family (mothers, husbands, and fathers) were substanttially 
more influential than teachers or counselors. This suggests that 
school personnel may be doing little to help y*omen and girls explore the 
possibilities of nontraditlonal careers. 

Sex discrimination and bias also exists in other programs and 
mechanisms designed to provide an entry Into skilled blue-collar jobs. 
For instance, in Federally funded training programs such as Work 
Incentive and Job Corps, women are still primarily told about and 
trained for low-paying "female" work. Until 1974, most Job Corps 
centers were single-sex institutions, with strongly sex-stereotyped 
training opportunities. Coeducational centers are making it possible 
to obtain training In nontraditional careers, but only about one-third 
of all available training slots In the Job Corps are open to women 
(Neill, 1977), and most are stUl In secretarial training. 

Apprenticeship opportunities have also been crltidied for their 
sexism. The previously mentioned Women in Apprenticeship program In 
Wisconsin remains an isolated instance of an effort to expand appren- 
ticeship training for women. According to the National Apprenticeship 
Information Program, a sizable number of women pass the tests required 
to enter apprenticeships. In addition to the tests, however, interviews 
with employers and union members are required by applicants, and they ma 
be at a disadvantage if they encounter prejudiced Interviewers. One 
representative of the program observed, "The interview counts for more 
than people think. If you're something different— your hair, your dress 
or behavior— you'll be rejected" (dted in Sexton, 1977). In most appren 
tlceship occupations women are clearly "something different". 

In sum, 1t would appear .that women have experienced, and continue 
experience, disadvantages in acquiring training and in gaining entry 
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Into nontradltional blue-collar fields. However, there 1s considenable 
pressure for change, and perhaps in the future, more woiTien will seek 
and have access to technical training* 

Women and the L abor M ovement 

Hlstorlcallyj women have had little involvement in the labor move- 
ment in generals or with union participation and leadership. As of 
1972s about 3.5 million women were members of unions or empToyee asso- 
ciations. This means that 16 out of 100 women workerss in comparison 
with 28 out of lOO male workers were in unions (Wertheimers 1976). 
Nevertheless I the rate at which women have been joining unions was more 
rapid from 1962 to 1972 than in the previous 10 year period. The 1952 
to 1962 period recorded a growth In female union membership of 6% 
compared with a 37% growth in the subsequont 10 years (Berquist, 1974), 

The picture with regard to union leadership provides an even 
sharper male-female contrast. While 20.7 percent of all union members 
are female, fewer than 5% of all top elective and appointive offices in 
International unions are held by women. As Wertheimer noted, "Union 
power on a national level is by and large in the hands of male leaders 
on whom female members must depend to represent their Interests" (1976- 
p, 194). 

However, it does appear that some changes are beginning to 
occur. Women in blue-collar jobs are becoming Increasingly aware of 
Job discrimination and are demanding a larger role in union activities. 
Women In the trades have traditionally had to fight both employers 
and unions 1n their efforts for equality. Some trade unions have 
openly advocated discrimination against women on the job and within 
the union itself* The patterns of union discrimination were noted 
in the Report of the 20th Century Fund Task Force on Women and Employ- 
ment: "Women are underrepresented in the leadership of trade unions, 
even in unions where a majority of the members are women. The jobs, 
occupations and industries where women form a large proportion of the 
work force are generally unorganized or underorganlzed. In general, 
unions reflect the interests , styles and preferences of working men, 
treating women at best as 'minority group' members" (Siraions et al 
1975, p, lis). 

Established uniortSp such as the AFL-CIO, lUE and Auto Workers 
are beginning to acknowledge their need to support women's demands 
for equal consideration 1n the workplace. Many of these unions * for 
example, have endorsed the Equal Rights Amendment and many have also 
held special conferences directed at the major needs and problems 
of their female members (Raphael, 1974). 

In addition, a number of "super unions" whose major concern 
is women workers have emerged in recent years. One of the largest 
of these organizations in the Ostrolt-based Coalition of Labor 
Union Women (CLUW) which held a 2 day conference in March 1974 
attended by over 3,000 delegates from 58 unions. The statements and 
writings of groups such as this offer those concerned with the design 
and implementation of policies affecting women in the trades an 



excellent perspective on issues which are of real concern to women 
workers. In addition to encouraging women in the labor force to 
organize and to take on leadership roles 1n unions, CLUW has set for 
itself as a major goal the elimination of sex discrinnnation Urn 
employers' practices and the active advocacy of further legislative 



action in the Interest of women workers, such as child care assistance. 
In the skilled trades, these groups are particularly critical of exclu- 
sionary apprenticeship programs and Industrial training programs. 
Olgar Madar. president of CLUW, has commented on the inadequacy of 
tralninq for blue-collar women: "Managers, usually men, are saying 
they can't find women to do certain jobs, when at the same time there 
are manpower training programs with funds to tram women (Pospisil. 
1975, p. 28). 

Sex niscriminatlnn and the Law 

During the 1960s and 1970s, a number of federal and state laws 
prohibiting sex discrimination in employment were enacted Ostensibly, 
such legislation has opened the doors to nontraditional f^elfsf or women. 
However the implementation of such legislation is more problematic than 
?^ enactment Kor have women rushed fomard en ESIstJ"*^ f"}^'"^'^^, 
careers simply because a legal mechanism for entry into, "male" occupations 

^Until^Jecently!°law tended to contribute to occupational segregation 
on the basir" sex rather than to undermine or prohibit such segregation. 
With regard to the direct issue of employment in certain occupations, 
rany states and municipalities had statutes restricting employment to 
males only. These legal limitations were generally related to 
occupational fields which were considered dangerous, such as PJlice 
S or bartending. The military represents another area in which women 
^a^ encountered legal barriers. Gates (1974) ^as noted "In eac of 
these fields, the laws and ordinances reinforced previously existing 
cullura patterns, and 1n some cases a sincere egislative intent to 
protect women from dangerous conditions can be mfe'-l^-. I"/^J^^,^":„ 
stances it is less clear whose interests the law was designed to serve 

'"in addition to legal prohibitions against employing women in certain 
occupiions there are or have been other laws which contribute jndir ctly 
to occuoational segregation. In 1969, 46 states as well as the District 
of cSia Snd Pueno Rico had legislation which limited in some way the 
hours which women (but not men) were Pe'^itted to work The legal 
restrictions varied from state to state: some established an^^PP;*^ .'^'P^? . 
Por nlmbe? of ours worked in a day or in a weekj others P^f ^bited n ght 
w ^ki still others stipulated the amount of t;f,t°be granted o women 
for rest periods (U. S. Department of Labor, 1969. 1976). Although 
these lawf represent the fruits of efforts of social refomers to protect 
women f%m sweat hSp conditions, the legislation has in many instances 
S used afin excuse for employers to restrict women from certain jobs. 
For example, one major company, while under fire from the Equal 
Opportunity Coninlssi on for its virtual total sex segregation of jobs, 
used state protective laws as'ita primary base of defense. 



The first Important federal measure aimed at prohibiting sex dis- 
crimination in employment was the Equal Pay Act of 1963. This legis- 
lation was enacted as an amendment to the Fair Labor Standards Act of 19Jtt and 
prohibits differential pay rates for the same work on the basis of sex. 
The coverage of the Act was extended in 1972 to Include previously 
exempted professional, administrative, executive, and technical employees , 
as well as state and local government empluyees. The key phrase of 
this act "equal work" — has been interpreted rigorously In courts. 
In the landmark case of Shultz v. Wheaton Glass in the Third Circuit 
Court of Appeals^ the foTlowing decision was rendered: "Congress 1n 
prescribing 'equal* work did not require that the jobs be identical, 
but only that they must be substantially equal. Any other Interpretation 
would destroy the remedial purpose of the Act" (cited In Simrnons et al . 
1975, p. 88). 

The most Important piece of federal legislation barring sex dis- 
crimination In employment Is Title VII of the Civil Rights Act of 1964. 
This legislation proscribes discriininatlon 1n any term or condition of 
empToynient on the basis of sex, as well as races colors national origin 
and religion. Title VII was strengthened by amendments passed In 1972 
to apply to most employers in both the private and public sectors, with 
the exception on the military services* An employer covered by Title 
VII Is prohibited from discrirrnnating against either sex in hiring or 
firing, wages* ternis, conditions or privileges of employment, and training 
or retraining, A labor union, employer or Joint labor-management 
committee supervising training or apprenticeship programs cannot 
advertise discriminatory specifications, limitations or preferences for 
training, referral, or employment. 

Title VII does have one Important exception: an employer may be 
justified In discriminating on the basis of sex if gender is a bona fide 
occupational qualification (BFOQ) required for the successful performance 
of the job. Examples of occupations for which sex is a BFOQ include 
wet-nurse or actors and actresses hired to play specific roles* 
Companies attempting to use the BFOQ exception as a basis for the 
continuance of discriminatory practices have for the most part been 
unsuccessful in courts. For example^ in one case, the company argued 
that women were excluded from certain jobs because of weight-lifting 
requirements. After hearing detailed medical testimony, the court ruled 
that selecting applicants for the job in question on the basis of sex 
v/as unlawful inasmuch as at least 25% to 90% of women could do the 
work (Simmons, Mil** 1975). In an important decision which strengthened 
a narrow definition ^of the BFOQ provision, the Court of Appeals for 
the Ninth Circuit said, '^Sexual characteristics, rather than character- 
istics that might, to one degree or another, correlate with a particular 
sex, must be the basis for the application of the BFOQ exception'- 
(Simmons, ^11., 1_975, p. 95) . 

~ A third p1e¥e of relevant legislation is Executive Order 11246, 
which prohibits Federal contractors and subcontractors from ^ ^ 
discriminating in employment on the basis of race, color, religion or 
national origin. This order, issued in 1965, was amended by Executive 
Order 11375 1n 1968 to include discrimination on the basis of sex. 
The order covers all contractors who have $10,000 or more in Federal 
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construction or other Federal contracts, includinq universities. It 
was not until 1971, however, that specific regulations calling for 
affirmative action plans and timetables for women employed by Federal 
contractors were established. These regulations, known, as Revised 
Order No. 4, require a contractor to analyze its work force to establish 
numerical goals and timetables by organizational unit and Job 
classification to correct previous Inequities or imbalances. 

Within the past decade, legislators have developed potentially _ 
powerful mechanisms for "desegregating" the workforce and for expanding 
women's opportunities in nontraditional careers. It is too early to 
assess whether or not these legal measures will have a profound effect 
on occupational segregation by sex in the workforce. The laws continue 
to be violated by employers, and, undoubtedly, many women are unaware cnat 
the legislation ej<ists. Nevertheless, women are increasingly demanding 
their rights under these laws through complaints, formal grievance 
procedures and litigation. In the first year of operation of Title VII, 
approximately 2,000 complaints of sex discrimination were filed with the 
Equal Employment Opportunity Commission. By 1973, about 34,000 such 
complaints were filed (Wallace, 1976). Several landmark court cases 
have demonstrated that noncompliance can be quite costly. One major 
company, among the largest private OTployers in the country, signed 
a consent decree in 1973 for back pay and wage adjustiTients, which 
ultimately cost the company in the vicinity of 70 million dollars.^ 
Despite these traumatic cases, enforcement of the anti-sex-di:scrimi nation 
laws has been uneven. A final evaluation of the effectiveness of the 
legi^.lation will require considerably more data than are currently 

available, . . 

In conclusion, it can be said that our society is in the process 
of re-defining what is "women's work" and "men's work." It is too soon 
to predict whether occupational segregation on the basis of sex will be 
vastly reduced or eliminated as a result of the process, but important 
changes appear to be inevitable. Skilled industrial fields may be more 
resistant to change than male-dominatsd white-collar fields, but a 
variety of indicators appear to demonstrate that the skilled trades 
are also vulnerable to the forces of social change. 
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SEX DIFFERENCES IN ABILITIES/APTITUDES 

The following paragraphs discuss the Issue of sex differences 1n 
aptitudes relevant to successful training in industrial careirs. The 
basic aptitudes which run through the skilled trades are spatial and 
perceptual motor dibiMty, mathematical and problem solving ability, 
mechanical abilities, and strength, A review of explanations for sex 
differences in abilities will also be presented. 

Spatial and Perceptua I Abi 11 ties 

The few existing studies on preschool subjects sugqest that there are 
no sex differences in spatial abilities of young children (Gesens 1940; 
Koch^ 1954), but there are so many difficulties associated with pre- 
school tests and so few studies that it is difficult to assess these 
findings* At any rate^ by the age of 6 or 7^ the superiority of boys 
seems to be clearly established, and this superiority is maintained 
throughout the school years and adulthood. On the Stanford-Blnet, for 
example^ boys were found to score significantly higher on the subtest 
Involving block counting from pictures ^ directional orientation and 
plan of search (McNemar^ 1942). Several studies report male advantage 
on maze tests (Mellone^ 1944| Po^rteus, 1918). Virtually all reported 
studies in which multiple factor batteries^ such as the Differential 
Aptitude Test or the Primary Mental AbHitieSj are administered have found 
that males excel on the spatial factor (Bennett, et , l959rHav1ghurst 
and Breese, 1947; Herzberg and Lephin, 1954; Hobson. 1947; Wesinan, 1949; 
Trumbell, 1953). The General Aptitude Test Battery (GATB) is administered 
to adults by the U. S, Employment Service. As In the case of younger 
samples, men have been found to perform significantly better than women 
on the spatial reasoning subtest of this battery (Hedges & Bemls, 1974), 
The evidence Is thus quite consistent that males excel on tests of 
spatial ability. Although sex differences In spatial abilities are 
consistently significant^ the overlap In the distributions for the two 
sexes is extensive (as is the case for all sex-related differences 
in abilities). Research by the U.S. Employment Service has indicated 
that spatial reasoning is important for many skilled blue^collar occupa- 
tions. But in only one trade does the level of spatial ability required 
exceed the average score for an employed worker. Studies of senior high 
school students have revealed that 671 of the boys and 62% of the girls 
equal or exceed this average (Hedges, BemlSsUy/ft). 

In contrast to spatial abilities tests, females have demonstrated 
a. tendency to outperfomi males In simple perceptual -motor tasks from a 
very early age* Staples (1932) ^ for examples found that Infant girls 
exceed boys in speed of color naming* While perhaps early verbal 
facility in girls complicates this finding, Stroop (1935) found this 
same sex difference on a similar task with a group of adults. 

Tests of clerical aptitude^ which require rapid perception of 
details and frequent shifts of attention^ generally tend to favor 
females, Petterson and Andrew (1946) in the Mgnupl fn^ t^^e Minnesota 
VoGatipn^l Test fo r Clerical Worker s found a female advantage to be 
present from the fifth grade on through high school. Females also 
excel on the digit symbol subtest of the Wechsler tests (Norman, 1953; 
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Hiele, 1958^ Wechsler, 1958). 

As adults, women continue to perform better on perceptually 
related tasks. On the (WTB used for job applicants applyinq 
to the U.S. Employment Service, women do better than men on the 
following subtests' form perception, clerical perception, motor 
coordlnatTon, and finger dexterity tHedges and Bemis, 1974). Simi lai 
results have been obtained in studies by the Human Engineering Laboratory 
of the Johnson O'Connor Research Foundation dating back to 1922. On 
tests administered in these studies, men had a higher perfonnance than 
women on structural visualization, while women did better than men on 
abstract visualization, finger dexterity, and observations. While 
female superiority in perceptual -motor abilities has often been used 
as the Justification for placement of females in clerical or unsknied 
operative jobs requiring fine manual movements, it would appear that 
perceptual discriniinatlon and manual dexterity are highly relevant to 
the performance of many skilled trade Jobs as well. 

QMantitativP and Prnhl ffm-Sol vl nq Abilities 

There 1s some evidence that girls learn to count at an earlier aqe 
than do boys (Gesell, 1940; McNemar, 1942), but this ability is 
undoubtedly related to superior verbal facility. Through the school 
years, tests of computation generally reveaT either no sex difference 
or a slight difference in favor of girls (Clark, 1959; Bennett et al , 
1959; Stroud, 1942-, McGuire, 1961j Hobson, 1947; Herzberg and Lepl<in, 
1954; Wozencraft, 1963). 

in the solution of arithmetic problems and 1n arithmetic reasoning, 
boys have been found to be superior to girls beginning in about the 
fifth grade, with the differences becoming most clear-cut and quite 
substantial at the high school level. In two separate studies using 8- 
year-old students, Clark (1959) found that boys surpassed girls on the 
numerical reasoning subtest of the California Test of Mental Maturity, 
while Wozencraft (1963) found that the girls in her sample outperformed 
boys on the arithmetic reasoning subtest of the Scholastic Aptitude Test. 
Studies in which students in the 9 through 12 year age range nave oeen 
tested have aenerally found few differences in numerical reasomna (Miele, 
1958-, Clark, 1959| Wozencraft, 1963; McGuire, 1961). Beyond this age 
range, however, males excel fairly consistently. McNemar (1942) reported 
that in the 1937 standardization saniple, males (aged llthrouqh 18) were 
superior on tests of arithmetic reasoning, induction, and ingenuity, 
all of which Involve numerical reasoning skills. Bennett.et al (1959) 
also indicated higher norms for males on the numerical reasoning section 
of the DAT. Among conege age and adult groups, the evidence for male 
superiority in mathematical reasoning is rather extensive (See, for 
example, Miele, 1958; Osborne, Sanders, 1954; Bieri, et aj_. . 1958; 
Fishman, 1957), although no sex differences were found among job applicants 
on the numerical reasoning subtest of the GATE by the U.S. Employment 
Service (Hedges, Bemis,, 19/4 J . 

With regard to abilities related to quantitative aptitude, such as 
analytic reasoning and problem solving skills, males have generally been 



found to outperform females (Carey, 1958; Guetzkow, 1951; Kostik, 19S4; 
Maccoby, 1965; Milton, 1957, 1959| Graff and Riddell, 1972; Nakamura, 
1958). In contrast to these reports, the results of the series of 
studies conducted over the past 50 years at the Human Engineering Lab- 
oratory indicate no sex differences on tests of analytic reasoning or 
Inductive reasoning. 

In suin, although the data are not perfectly consistent, the 
evidence suggests that clear sex differences in favor of males exist 
on tests of quantitative aptitude^ analytic reasoning, and problem- 
solving skills. 

Mechani cal Aptitude 

There are consistent data that boys surpass^ girls on tests of 
mechanical aptitude and related skills. For example, in two separate 
studies Involving subjects in the 12-15 year-old range, Wesman (1949) 
and M-Guire (1961) reported higher scores for males on the DAT mech- 
anical subtest. Bennett and Crulkshank (1942) found considerable sex 
differences amoung adults and high school students 1n favor of males 
on the Bennett Test of Mechanical Comprehension. Peterson (1930) 
reported findings which favored 12th grade males over females on the 
Minnesota Assembly Test. In a research project funded by the Ford 
Foundation on general vocational capabilities, Altman (1966) found 
large sex differences in favor of males in vocational areas designated 
as mechanical, spatial, chemical and electrical. 

Data from military enlistees add further documentation to the 
higher performance of males on mechanical aptitude and related tests. 
Fuchs and Hammer (1963) reported pn the test results of 1,412 male and 
female Army enlistees in five aptitude areas. Substantially more men 
than women obtained a score of 90 or higher (prerequisite scores for 
training courses) in Electronics, General Maintenance, and Motor Main- 
tenance subtests of the Supplementary Qualification Battery. Studies 
by the Air Force Human Resources Laboratory have shown that female 
basic trainees in the Air Force have, during the 1970-to-1973 period, 
improved their scores on the Mechanical and Electronics subtests of 
the Airman Qualifying Examination (AQE), despite the fact that male 
scores on these subtests were declining during the same period. 
Females did, however, continue to score substantially lower than males 
on both subtests, particularly on the MechanicaU subtest. Nevertheless, 
17S and 3M of the women In 1973 scored above the male mean on the 
Mechanical and Electronics tests, respectively, indicating 
aptitudes which might profitably be tapped. 

Anastasi (1968) has observed that mechanical aptitude tests cover 
a variety of functions, but that mechanical reasoning and sheer 
mechanical information predominate in most mechanical aptitude tests. 
For example, Bennett's Test of Mechanical Comprehension, which has been 
shown to have good predictive and concurrent validity in ternis of 
training and job proficiency criteria in mechanical trades and _ 
engineering, has a large component of mechanical Information which 
girls In our society have limited opportunities to acquire. 



P ossible Explanations for Sex Differences in Aptitude 

The research reviewed in this section shows rather clearly that for certain 
types of aptitude, as measured by current tests, there are consistent 
differences between the average performance of the two sexes. Various 
theories have been advanced to explain these differences. As one might 
expect, these theories can be roughly classified into two groups , i.e., 
those that emphasize biological or hereditary factors and those that 
emphasize cultural or learned factors. 

Among the hereditary/biological explanations are theories which 
emphasize maturational differences between girls and boys, genetic 
factors, and hormone-related effects* Several investigators have 
presented evidence in support of the hypotheses that both quantitative 
and spatial abilities are traits which, Hke red-green colorblindness 
amd hemophilia, are sex-linked and recessive. The evidence Is based 
mainly on correlations between children and their parents on rneasures 
of these abilities. If the sex-linked gene theor^^ were correct, there 
should be a positive relationship between mothers and sons but not 
between fathers and sons (because the recessive X chromosome is 
transmitted by the mother) on tests of quantitative and spatial 
aptitude. There should also be a positive relationship between 
daughters- and parents' abilities, but a greater father-daughter 
correlation would be expected* Stafford (1961* 1972) has presented 
some parent-child correlations which are consistent with this theory. 
However, findings from research done on women with Turner's syndronie 
(women with X-chromosome abnorrnalities) conflict with predictions 
based on the genetic theory of sex differences in abilities (Garron, 
1970). With regard to the theory based on hormone-related effects, 
3 considerable amount of supporting data have been gathered, although 
virtually all the evidence is based on studies with lower animals 
(See Brovernian et jj, 1968), In sum, there a^e some data in support of 
biological theories of male-female differences in aptitudes^ but the 
evidence is yet rather meager. 

In the present social climate, environmental or "nurture" theories 
of sex differences have received considerable enipirical and conceptual 
attention. The underlying assumption of these theories is as followsi 
From the day an infant is born^ its sex determines the kinds of 
experiences to which it is exposed. In turn, these different 
experiences result in the strengthening of different talents and skills, 
which show up on tests as sex differences in aptitudes. 

A fairly broad group of theories with a "nurture" emphasis holds 
that sex differences in abilities are related to the child's modeling 
of or identification with significant others. The main version of this 
theory contends that sex differences are due to same-sex role modeling. 
That 1s 5 girls may be more verbal and boys more quantitative because 
children tend to model themselves primarily upon the same-sex patent, 
A related theory based on the concept of identification has been most 
fully developed in the context of mathematical abilities. This 
explanation, known as the masculine-identi f1 cation hypothesis, maintains ::; 
that mathematics is an aggressive, masculine discipline, and that both 
males and females with strengths 1n this area Identify with their /J 



28 



3S 




EKLC 



fathers or other male figures* Evidence in support of this hypothesis 
generally comes from studies relating father absence to patterns of 
verbal and quantitative ability (for exafnple, see Carlsmithj 19645 
Land, Rosenberg, Sutton- Sfnith, 1969; Maccoby, Rau, 1962; Milton, 

1957). . • 1. 

Another group of explanations for sex differences in ability holds 

that, because child rearing practices In our culture differ so greatly 

for the two sexes, boys and girls have differential exposure to 

opportunities to learn or develop certain skins and abilities. This 

hypothesis is used to explain male superiority in spatial s analytic 

and mechanical tasks. It is suggested that the male advantage in 

these abilities 1s related to their greater opportunity to explore the 

environment in the early years and to manipulate objects ^ The under- 

lying notion of differential learning opportunities has some appeal 

to common sense, but there is little or no empirical evidence in 

support of this explanation of sex differences. 

Another explanation for observed sex differences in ability 1s 
that boys and girls are positively reinforced for, and consequently 
become interested or proficient in, those kinds of skills that are 
relevant to their sex role, as society defines it* For example^ boys 
are usually more positively reinforced for mathematical endeavors than 
are girls because their parents and teachers expect that they may some 
day become doctors or engineers or scientists. Girls ^ on the other 
hand, are not similarly encouraged because there is not as great an 
expectation that they will need math, (In fact, they may be negatively 
reinforced for showing too '•unfeminine" an interest in numbers,) 
Studies which have examined the relationship between attitudes toward 
and aptitudes in various areas have found reasonably high correlations 
(e.g.^ Aiken, 1974; Carey ^ 1958). However, this evidence, while 
supportive of the theory of reinforcement of sex-^typed Interests, is^ 
hardly conclusive since it is impossible to untangle the directionality 
of the influence, 

A final theory among the "nuture" group of explanations regards 
sex»typed personality traits as the mediators of sex differences In 
ability. This theory begins by noting that there are important sex 
differences in certain personality traits such as conformity and 
dependency. The personality differences are generally thought to be 
the result of differential experience, such as differential (sex-typed) 
reinforcement, but the possibility of biological determinants of 
personality is, of course^ not ruled out* The personality traits, in 
turn, have been shwn to be substantially related to intellectual 
functioning. Maccoby (1966) has argued that it is these sex-typed 
personality attributes that act as a mediating process in cognitive 
style and performance* There are various kinds of evidence in support 
of this theory, such as Campbell's (1966) study of declining IQ in 
adolescent girls and Nakamura's (1958) findings of an inverse 
relationship between conformity/dependency and analytic ability. 
Further research is, however, clearly needed. 

In sum, there is considerable evidence that males and females 
differ in their abilities. The abilities reviewed in this section 
were all felt to be relevant to performance In skilled industrial 
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occupations. As we have smn^ more males than females appear to bxcbI 
in these abilities. Howeyeri two additional points were discovered. 
Firsts that the overlap in the male and female distHbutions of ability 
tends to be hight so that many females have rnore abiliti^ in spatiali 
quantitative and mechanical tasks than the average male. Secondly, 
there is some evidence that soine of the six differences may be attributable 
to tnvironniintal factors. Therefore, social change with regard to sex- 
role stereotyping may reduce sex differences in these ability areas. 

Strength 

Before concluding this section on sex differences in abilitieSi 
It seems appropriate to examine differences in an attribute which is 
important in most skilled tradest and that is strength. The U*S, 
Department of Labor has established standards of strength required in 
the performance of various jobs, including skilled blue-collar work. 
Despite the fact that men are clearly stronger than women , sufftcteftt 
data are not available concerning the ability of the average man or 
woman to meet the physical demands of these jobs. Many of the skilled 
trades require only "light strength**' defined as the ability to lift 
a maximum, of 20 pounds and occasionally lift up to 50 poiinds. Physical 
requirements of this sort are probably well within the capability of 
many 5 if not most, women. The Increasing availability of machinery to 
do heavy lifting and transporting is helping to reniove the barrier of 
strength prerequisites for women entering the skilled trades. 



0 -'0 



SEX DIFFERENCES IN JOB-RELATED ATTRIBUTES 



A number of studies appearing 1n the literature which describe 
sex differences (or lack of sex differences) relating to such Job-related 
attributes as turnover, absentieism, overtime behavior. Job performance, 
leadership ability, and job satisfaction. Most of these reports are 
(a) case studies, describing the experience 1n one organization; (b) 
economic analyses, drawing on data from the census or other individual- 
based data setsi or (c) experimental, laboratory- type research. None 
of the studies examined made any attempt to link organizational policies 
with employee outcomes. Most of the studies also fail to differentiate 
between the white- and blue-collar workers. When only one class of 
worker was included in the study, 1t was more often white-collar than 
blue-conar employees, particularly In the case of reports dealing with 
job perfomiance and leadership ability. Despite these shortcomings 
in the available literature, a review i of the existing studies was 
cansldered appropriate for this technical report. The review will help 
to identify important areas of managerial concern relating to sex 
differences in the workplace. 

Turnover and Tenure 

A widely held belief about female workers Is that they have higher 
rates of voluntary turnover than males. The stereotypical female 
employee Is one who places home and fatnlly before career and whose 
workllfe Is therefore characterized by interruptions and frequent 
nuittlnas rather than stability and continuity (Oppenheimer, 19 /u, 
1 mmons FreS, Dunkle and Blau, 1975). This perception has important 
implications for the differential treatment of employees 9^°^? 
which 1s perceived to have high quit rates is judged to be a poor risk 
for training programs, promotion, or jobs with considerable 
Slponsibimyr Thereforei discrimination 1n the hiring, training and 
advancement of women is sometimes justified o" t^esrounds that 
organizations must seek to protect themselves by hiring those workers 
who have the longest expected tenure, . j *, 4.u^„ 

DiscSsIions of this issue are unfortunately far "lo re abundant than 
empirical facts (See, for example, Flanders. Anderson, 1973; Gross, 
im- KrepH 1971). The available data suggest that the relationship 

''*"T4porfbylKel.s! "Jll le^Sicell^isslon (1963) revealed that. 
among'f"?°tfnl'employees working for thi Federa governmen . women 
had a higher turnover rate than men, on the average. However, the 
studv also found a relationship between sex and job-level on the one 
hand and Job-level and turnover on the other. Women employees tended 
to ciut?er in ow!grade jobs where high quit rates where characteristic 
of both male anl fkle Workers. Variables such as ^P, grade levels 
and type of job were found to be more predictive of job success ana 

*'""1llnapn:'itrauss and Ulman (1974) used data fr^ the 195^ 
19 72 period based on surveys from the Bureau of Labor Statistics to 

■n 



€Aaii]iii^ Uie IS u J wn^N I u^yw^sn wjutw r a oiiy wuc wi^iiiw^i upii i w 

composition of the work force. The regression results disclosed that 
the proportion of females in the work force had a large effect 1n 
raising qutt rates in durable goods Industries. This analysts 
unfortunately did not control for or examine fncome levels or occupation 
typei both of which are correlated with sex and quit rates. 

Hattlla (1974) analyzed trends In differential turnover rates and 
also examined sex differences In reasons for quftting. With regard to 
trends, Mattlla ixamlned quit rate data frOT manufacturing Industries 
collected by the Bureau of Labor Statistics between 1950 and 1968, 
After plotting the female -to-male quit ratio against the national 
unemployment rate, it was found that female quit rates were nearly 
twice as high as those of males during economic recessions, but were 
nearly equal during periods of full employment. A multiple regression 
analysis revealed further that a decrease in the unemployment rate 
from 1% to 41 would lower female turnover, relative to male turnover, 
by over 50 percentage points. Mattlla found conflicting evidence 
with regard to whether total female quit rates always exceed male 
rates. The Bureau of Labor Statistics data cited above showed 
a female/male quit ratio In excess of 1.0 in all years of thei^ 
surveys, while data from the census Bureau revealed a ratio 
of .67 in manufacturing 1955. Whatever the source of this discrepancy* 
the evidence suggests that female/male turnover rates are a cyclical 
phenomenon and that few sex differences exist during periods of high 
employment* This conclusion was also supported in another study by 
Barnes and Jones (1973). 

Another set of analyses by Mattlla (1974) sheds some light on a 
possible explanation for such a trend. Workers leave Jobs voluntarily 
by either moving to other jobs (or unemployment) or by withdrawing from 
the labor force altogether. Data from two Census Bureau surveys from 
1955 and 1961 are available concerning workers' reasons for leaving Jobs 
Mattlla categorized the reasons for quitting Into two groups: (a) 
job Improvement and (bj withdrawal frorr the labor force for non^-market 
reasons. An analysis of female/male quit ratios for the two groups 
revealed that women were considerably more likely than men to quit for 
job Improvement reasons. 

This finding is significant In that It reveals a source of 
stability among female OTployees which is largely unrecognized. 
Furthermore, the distinction between two kinds of motives for 
quitting is Important in light of evidence of secular as well as 
cyclical influences on female quite rates.. Armknecht and Early 
(1972, 1973) performed an analysis which suggests that even after 
controlling for cyclical economic variation, the trend has been 
in the direction of women exhibiting lower-than-average propensities 
to quit. Armknecht and Early argued that, due to the large 
reduction In women's turnover rates for withdrawals from the labor 
force, the current controlling influence is quits for Job Improvement 
reasons. Since men currently have a greater tendency than womin to 
quit for this reason, these economists concludtd that the presence 
of women in an industry had a , depressing Influence on the quit rate 
rather than their former elevating effect. Their analysis was 
consistent with this interpretation. 



The stability of female employees who remain 1n the labor rnarket 
was further demonstrated in a study by Steinberg (1975), who made use 
of data from the Social Security Administration's Continuous Work 
History Sample. The focus of the investigation was what Steinberg 
called "attachment patterns." Looking at employees who were working 
both in 1965 and 1970, it was found that women were considerably more 
likely to be "firm stayers" (stayed with the same employer over the 
5-year period) than men. Among those workers earning $3,000 to $5,000 
In 1965, 53.7% of the females and 38.51 of the males were working for 
the same organization. This same study revealed another interesting 
relationship. For both male and female workers, attachment rates were 
substantially higher among those who earned $5,000 to $7,000 than among 
those who earned $3,000 to $5,000. This finding brings the discussion 
full circle to the original point that any relationship between sex and 
quit rates might be larqely a result of the relationship between sex 
and income or type of occupation. 

An Interpretation for these disparate findings is that, as women 
move Into jobs with better pay and status, the opportunity cost of 
quitting a Job for nonmarket reasons becomes increasingly higher. 
As a result of the fact that women tend to be less wining to leave 
a job to secure a better position, the male-female differences in 
quit rates have virtually disappeared. There Is even some evidence 
that, in years of high employment at least, male quit rates will be 
higher than that of females. However, expansion of opportunities , for 
women might eventually result in elevating the frequency with which 
women will take risks In quitting to find better employment. 

Absenteeism 

Absenteeism represents another behavior which is costly to employers, 
and which Is believed to characterize women to a greater degree than 
men. Published Information relatinq to this issue is not, however, 
abundant nor Is It consistent, 

A survey conducted by the Public Health Service found that, during 
1967, women workers lost an average of 5.6 days from work because of 
an Injury or Illness, while men lost 5.3 days. The 1972-73 Quality of 
Employment Survey also found negligible sex differences In self-reported 
absenteeism from work (Qulnn & Shepherd, 1974). The large-scale study 
conducted by the Aetna Life Insurance Company found that the absence 
rates for men and women In technical, managerial and supervisory jobs 
were virtually Identical (cited in Meyer & Lee, 1976), 

The Bureau of the Census collects absenteeism data monthly as part 
of the Current Population Survey of households. Hedges (1973) examined 
trends In these data over the 1967-1972 perioa. An analysis of 
absenteeism by .sex revealed that, in March of 1972, 6.3% of the women 
and 3.3% of the men reported a part-week absence from work for 
the week preceding the interview. For this same time period, 
2.8% of the women and 2.1% of the men were absent the entire week. 
Hedges points out that this finding should be considered with other 
facts. Women are more likely to be new-hires and are more likely to 
be working In lower skilled, lower paid Jobs where absenteeism tends 
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to be high for both sexes. Jhe sex differences in absence rates 
diminish when comparisons are made for a particular occupational group. 

Flanagan^ et al . (1974) analyzed via regression analysis the 
influence of deniographic characteristics on interindustry absences. 
That iSp variations In unscheduled absences among various industries 
were predicted on the basis of age, sex, and race composition of the 
work force. The data were collected by the Bureau of Labor Statistics 
during 1972. The results indicated that absence rates tended to be 
higher in industries where the percent of females was relatively high, 
but that the impact was relatively small. 

In suniTiaryp the evidence concerning absenteeism suggests that women 
tend to have higher rates than men, but typically the obtained differences 
are small. Furthennore, it would appear as though sex differences in 
absence rates are confounded by sex differences in occupation and income* 

Overtime and Hours of Work 

One would anticipate that female employees, who are more likely 
than males to have major childcare and household responsibilities in 
addition to work responsibilities, would be less wining to accept over- 
time work and to be less satisfied with their hours of work. There 
are some empirical findings supporting both of these conjectures. 

Fottler and Schaller (1975) examined the- relationship between 
employee overtime acceptance and a number of Independent variables 
among blue-collar hourly workers in a northeastern printing company. 
Employees were classified into four categories based on the percentage ^ 
of time they accepted overtime when it was offered (Oto 25%, 26% to 50%, 
51% to 75% and 76% to 100%). The findings revealed a statistically sigril- 
f leant relationship between employee sex and overtime acceptance among 
married employeest but not among single employees* Married males 
exhibited the highest rates of overtime acceptance, followed by single 
males, married females, and single females* Significant sex differences 
were still obtained when skill level was controlled for by examining 
data for lowest level workers only. However, it should be pointed out 
that there were no women employed in high pay^ high responsibility 
jobs in this company. Therefore, It seems possible that a contributing 
factor to the overtime acceptance behavior of this sample was the 
women's perception that advancement via cooperation in working overtime 
was impossible. 

The 1972--73 Quality of Employment Survey asked several questions 
relating to working hours and time-related problems* but unfortunately 
few of the results were presented separately by sex. In response to 
the question^ "Could you tell me what problems or difficulties you run 
into concerning the hours you work, your work schedule ^ or overtime?", 
41*8 percent of the males and 35.3 percent of the females reported 
some type of problem. The nature of the problems was reported only 
for the sample as a whole* The most frequently mentioned complaints 
ware the time slot (i.e,, having to start work too early or leave too 
late) (24.9%) and Interference of work schedule with family life (23.7%)-. 
One might suniiise that women would be especially likely to mention the 
second problem* 
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New policies regarding working hours are currentl^^ being experimented 
with In both private and public sectors. Rearranged working schedules 
such as the 4-day workweek, flexible work schedules, and permanent part- 
time work are becoming Increasingly conmon. While little empirical 
evidence is available, there is considerable consensus that women as 
a group stand to benefit the most from greater flexibility in scheduling 
{Polit, 1978), Therefore, it may be expected that, as greater numbers 
of employees are given such flexibility, and also as women are given 
greater opportunities for advancement, scheduling problems will be 
less burdensome to feniale employees. 

Job Satisfaction 

The degree to which men and women find their employment experiences 
satisfying has been investigated by a number of researchers. It might 
be predicted that women would be less satisfied than men based on 
women's generally lower occupational status, income, and opportunities 
for advancement. On the other hand, since labor force participation 
has historically played a more central role in the lives of males in 
our society than females. It might be predicted that men might be 
more sensitive to problem areas at the worksite and might therefore 
be less satisfied than women who, according to the stereotype, are 
not very comraitted to their Jobs. As In other areas, the data 
concerning sex differences in job satisfaction are Inconsistent. 
Numerous intervening variables probably account for the discrepancies. 

Findings from the 1972-73 Quality of Employment Survey revealed 
few major sex differences among the various measures of Job satisfaction 
used in that study {Quinn & Shepherd. 1974). Male and female workers 
in this investigation were about equally satisfied with their relations 
with coworkers, with "facet-free" aspects of their job and with "facet- 
specific" aspects. The term "facet-free" was used by the researchers 
to refer to questions which did not refer to a specific facet or 
aspect of a job, while facet-specific job satisfaction was the average 
of responses to questions dealing with particular Job facets. Male 
respondents expressed a slightly^ higher level of satisfaction with 
the following dimensions of their Jobs: challenge of the work (male 
mean * 3.24, female mean = 3.03); financial rewards (male mean - 3.17, 
female mean - 2.99); and pranotlon opportunities (male mean = 2.74, 
female mean = 2,45). On the other hand, the women workers expressed a 
slightly higher level of satisfaction with the comfort aspects of their 
job (male mean - 2.99, female mean = 3.10) and with the resource 
adequacey of their jobs (male mean = 3.3, female mean - 3.35). 
An overall index of Job satisfaction was computed by combining 38 
questions and then standardizing the measure to have a mean of 0.0. 
Males as a group had an average score of 2 on this overall job satisfaction 
measure. Women who were the primary or sole wage earners had an average 
score of 5, while those women who were secondary wage earners had a 



*The authnrs did not report significance levels nor sufficient Information 
to perform statistical tests. 
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score of -9. In sunmaryp the results of this large-scale national 
survey revealed few striking sex differences 1n the various aspects 
of job satisfaction* The woman's reason for working appears to have 
influenced her responses , but status and Income were not controlled 
in these analyses. The sex differences were greatest 1n those aspects 
of the job in which discrimination against women is purportedly the 
graatest, 

A similar relationship has been observed in a study by Levitin, 
Quinn and Staines (1971)* This investigation was a secondary analysis 
of the 1969 University of Michigan Survey of American workers (This 
survey was the predecessor of the Quality of Employment Survey), 
Levitin and her associates used standard "achievement criteria" such 
as educational attainTOnt, tenure with an employer^ amount of supervisory 
responsibility and occupational prestige to develop a prediction equation 
for male income and male scores on an index called "Quality of Work," 
This measure sumrarlzed 70 questions dealing with how good a worker-s 
job was in terms of health and safety, hourSp job securitys job contents 
and so forth. The prediction equation was then used to compute discrep- 
ancies between women -s achievement criteria on the one hand and income 
and Quality of Work on the others to develop an objective, quantitative 
measure of sex discrimination. The authors found evidence of sex 
discrimination favoring men in both areas of occupational rewards. 
They also found that job satisfaction was related to the measures of 
discrimi nation. Discrepancy scores were significantly related to 
both overalT job satisfaction and with Job satisfaction on the specific 
dimensions of comfort, challenge, financial rewards ^ relations with 
coworkers,^ and resources* In' other words, women who were more 
discriminated against 1n terms of the quality of their jobs reported 
less iob satisfaction than did other women. Income discrimination was 
only associated with lowered satisfaction on the financial rewards 
dliiiension. 

Sex differences in job satisfaGtlon have also been found to inter- 
act with a number of background variables. Weaver (1974) analyzed Job 
satisfaction data from a 1972 survey conducted by the National Opinion 
Research Center, A national probability sample of over 700 persons 
was used to classify respondents as either basically satisfied or 
unsatisfied. Overall, males (86,4%) were somewhat more likely to 
report job satisfaction than females (83.9%). This difference is 
accentuated when financial satisfaction is taken into account. Among 
those respondents who reported that they were "not at all satisfied" 
with their general financial situation, 71,31 of the men and 64.2% 
of the women said they were dissatisfied with their Jobs, The sex 
difference 1n job ?itisfact1on virtually disappeared among those 
respondents who were satisfied with their financial situation. Race 
was found to be another important interveninq variable. Whi^eas the 
group with the highest percentage of satisfied workers was the 
white male group (87.71), black women expressed the least 
amount of job satisfaction (77.2%), Weaver^s analysis revealed 
that occupation type also had an impact on the job satisfaction 
measure. Male professional, tfchnical, or administrative 
workers were substantially more likely to be satisfied than 
females in the same occupational group (91,4% for males, 
79. 5« for fanales). The converse was 4ige for clerical workers. 



an occupational area In which women reported more satisfaction. The 
sex differences for craft and kindred workers were negligible. Finally, 
age exerted an influence on expressions of male and female Job satis- 
faction. Age did not have a linear effect on sex differences. Males 
were considerably more satisfied than females in the 20 to 30 age qrouD, 
slightly less satisfied than females in the 30 to 40 aqe range, substan- 
tially more satisfied in the 40 to 50 age qrouo. and somewhat less satisfied 
than females among workers over 50, Differences between |he two sexes 
were greatest among workers In the 4n to 5Q. aae r^nae. A ful l by.^« o 
the men In this age group reported satisfaction with their jobs, 

compared to 69.2% of the females. 

The finding that job satisfaction differences between the sexes 
were more pronounced among professional than nonprofessional workers 
was repeated in a smaller-scale study by Shapiro and Stern (1975). 
These Investigators obtained job satisfaction scores on five dimensions 
for a sample of professional In=68) and nonprofessional (N=134) workers. 
INon professional women were found to be somewhat more satisfied with 
their pay than nonprofessional, men, but the reverse was true in the 
professional sample. This same interaction pattern was obtained with 
regard to satisfaction with supervision and satisfaction with coworkers. 
Females in both the professional and nonprofessional group were some- 
what less satisfied than males with the work itself and with promotion 
opportunities. . 

hi sum, the differences in job satisfaction between men and women 
have usually been found to favor men, but the differences are typically 
quite small. Women who are discriminated against — based on objective 
achievement criteria — have been found to express lower levels of job 
satisfaction. The sex differences interact with such variables as 
occupational type, financial satisfaction, race, and age. 

Job Motivation 



A conmonly held belief is that men and women are motivated to 
work for different reasons (Laws, 1976 1 Schein, 1972). This popular 
assumption was reinforced by the work of Herzberg, Mausner and Snyderman 
(1959), who distinguished between intrinsic job motivators (those job 
characteristics '^hich satisfied the worker's need for self- actualization 
and self-realization) and "hygienes" or external Job characteristics 
such as wages, security, interpersonal relations, and working conditions. 
Herzberg and his associates concluded that intrinsic factors were more 
important to men than to women. Several empirical investigations have 
failed to suppc* this assertion. , + h 

Burke (1966a, 1966b) had samples of male and female college students 
rank 10 Job characteristics in order of importance for self and in 
perceived order of importance for the opposite sex. The job character- 
istics consisted of five intrinsic motivators (challenqes abilitv. high 
responsibility, voice in decisions, importance of the job, and opportu- 
nities for advancement) and five extrinsic motivators or ^hygienes (good 
boss, good physical working conditions, good salary, job security, 
liberal fringe benefits). The results indicated that both males and 
females ranked the intrinsic motivators more highly than hygienes" in 



terms of "iinportance for self," The rank orders correlated *83 and 
.84 in the two studies , demonstrating a high real similarity. Female 
subjects correctly predicted that males had sininar preferences^ the 
female rank order for the opposite sex and actual male rank order for 
self correlated *89, However, males incorrectly predicted that females 
placed more stress on extrinsic job factors, resulting in a correlation 
of -.12 for the relationship between the male students' rank ordering 
for the opposite sex and the female students* rank ordering for self. 

Centers and Bugental (1966) conducted a similar investigation with 
a large cross -^sactional sample of the working population in a major 
urban area, Respondents were presented with a card showing three intrinsic 
(interisting work, use of skillst work gives satisfaction) and three 
extrinsic (pay^ good co-workersp Job security) factors and were asked 
to choost which of thm was first, second, or third in importance to them, 
A strong job-level ihfluence was detected: at higher occupational 
levels intrinsic coiiponents were more highly valued^ while at lower 
occupational levels extrinsic factors were considered important* In 
generaU there were no sex differences found in the value placed on 
intrinsic and extrinsic factors* The two factors on which significant 
sex differances occurred were those of **coworkars'' and "use of skills," 
or self-eiTpresslDn. Fifty-one percent of the men and 43% of 
the women chose salf-expression as one of their first three choices. 
By contrast^ 50% of the women and 35^ the men chose 
coworkers as one of the top three factors. Unfortunately, these 
researchers made no attempt to control for occupational level in their 
analysis of sex differences. 

Salah and Lalljee (1969) took occupational levels or status into 
account in examining sex differences in job motivation by looking at 
three distinct saiiiples. The first sample consisted of 84 university 
students. Both female and male students selected intrinsic factors 
more often than extrinsic factors. No sex differences were found in 
the second sample of 101 public school teachers ^ who chose extrinsic 
and intrinsic factors about equally, the third sample consisted of 
402 employees from a technical division of a large service-oriented 
corporation. When education and job level were control led^ there 
were no differances in job motivation* Like the Centers and Bugental 
(1966) study, tha results indicated that higher job levels were 
associated with more empnasis on Intrinsic Job factors^ regardless 
of sex* 

Data froni the 1972-73 Quality of Employment Survey (Quinn and 
Shaphardi 1974) contribute additional evidence that sex differences 
in job motivation are virtually nonexistent* The job motivation index 
used in that study was a composite of responses to three questions dealing 
with "aroused motivation on the Job from the standpoint of devotion 
of energy to Job tasks*" In other words, this index Is tapping a 
dimension more closely related to job conmltment than to identifiable 
motivators. In any events the sex differences on this index were 
quite small I the mean for males was 3,01^ for famales who were primary 
or sole wage earners tha mean was 2,985 compared to a mean of 2.86 for 
women classified as secondary wage earners. 
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The Wisconsin "Women in Apprenticeship" program collected some 
infonnatlon on motivation from 157 of the women enrolled in the 
program by means of a questionnaire survey. These women entering non- 
traditional blue-conar fields were asked the following question: 
"What was the one main factor that led you to become an apprentice?" 
Fewer than 15% of the respondents gave "financial security" as 
their answer. The most typical response^ given by nearly 60% 
of the women, was their interest in trade skills. When asked whether 
they considered the work personally rewarding, 98.71 of the 
sample responded afflniiatlvely. Employers participating In the 
demonstration program were also surveyed and asked their perceptions 
of the female apprentices' motivation. The great majority of employers {7m) 
rated on-the-job motivation of the women as the same or higher than other 
empTbyees (Mapps 1973), 

In sunmary, there is little evidence to support the commonly held 
belief that women are less committed to their work than men, and are 
motivated by a completely different set of factors. Women, like men, 
work for income and also for self-actualization and the interest value 
in the job itself. Like many other attributes we have examined, 
occupational level appears to influence motivation to a greater degree 
than sex alone, although these variables are often correlated. 

Job Performance 

An important aspect of an employee's work behavior 1s his or her 
on-the-job performance or productivity. Despite the great Interest 
which administrators might be expected to express in learning about 
sex differences 1n job performance, there Is surprisingly little infor- 
mation on this topic in the literature. These data presumably exist 
in many organizational records but It is perhaps too sensitive a topic 
to receive adequate publid coverage, 

the tnformatton that is available 1s too sporadic and subjective 
to warrant even tentative eancluslons. A survey of employers conducted 
1n conjunction with the Wisconsin "Women in Apprenticeship" program 
indicated that two-thi rds felt that females make equally good employees 
in the shops as males (Mapp, 1973). Some Interesting unpublished data 
are available from a 1975 Air Force survey of 606 supervisors in 
industrial career fields (A.F. Management Improvement Group, unpublished, 
1975), In response to the statement, "I think that women are just as 
capable as men in performing duties required in my career field, " 
65^ of the supervisors either agreed or strongly agreed. 
Similarly, when asked, "Compared to men, do women require more or less 
attention from their on-the-job supervisor In accomplishing upgrade 
training?", the majority of respondents (57.6%) said that women and 
men required an equal amount of attention. One-fourth of the super- 
visors thought that women required more attention and 161 
thought that men required more attention. Finally, 1n response to 
the question, "Compared to men, to what degree are women motivated to 
reach the required standards of job performance?" 47% of the 
supervisors replied, "the same as men," while 211 thouqht women 
less motivated to perform than men and 321 thought they were 
more motivated to perform than men. 



Martin (1972) compared the managerial perfomiance of men and women 
worktng in one of the few admini strati ye areas that is sufflctently 
"Integratsd" to pennit a large enough population for making comparison, 
the area of professional buyers for retail stores* The sample consisted 
of 127 buyerf p 60 of whom were male and 77 female. The following areas 
of managerial competence were examined* self-confidence in judging 
new trendss faith in their buying decisions^ pursuit of new resources^ 
performance in obtaining product and service extras from resourceSp 
performance In new trend merchandise investment made^ and leadership 
decisions* In none of these aspects were any sex differences found. 
Despite the feiwle buyers' equivalent performance and competencies in 
these areas, they were paid substantially less than males even though 
the women as a group were more experienced. Final ly^ it was found that 
discretion in decision-making was more often granted to male buyers than 
female buyers. 

Despite the paucity of information on how men and women compare In 
terms of actual, on-the-job performance, there is abundant information 
from experimental research to suggest that people tend to devalue the 
performance of women. That is, the same task performance tends to be 
rated more highly when it is ascribed to a man than when It is ascribed 
to a woman (see Quinni p, 183), Since these data reflect attitudes and 
stereotypes, they will be dealt with in a separate section, 

L eadersjip Ability and Behaviors 

The literature on leadership ability and behavior among males and 
females consists primarily of studies conducted in artificial settings, 
particularly experiments conducted at graduate schools of business 
administration* The laboratory research is fairly consistent in finding 
marked sex differences in leadership behaviors. In field research^ 
however j the results are quite different, In situations 1n which leaders 
and their subordinates are in a long-tenn, ongoing relationship there 
Is little evidence to suggest differences in the behaviors, ability, 
or level of subordinate satisfaction of male and female leaders. 

In artificial research situations 1t has been found that females 
are less inclined than males to accept the role of leader in mixed-sex 
work teams f even when their personality is high on dominance and assertive 
nass (Megargee, 1969), Webber (1976) studied the behavior of 62 four- 
person student groups. In each group there were either three females and 
one male or three males and one female* women reported themselves 
as task leaders s but they wei^ considerably more likely to do so in 
those groups where the women outnumbered the males* The males 1n the 
minority position tended to exaggerate their own contributions to the 
task while downplaying those of the women* In a study of simulated 
problem-'Solvings Maier (1970) found that female undergraduates were 
significantly less likely than males to display assertiveness in having 
their decisions accepted if the decision was completely deduced from 
the problem situation. Hwever, the young wanen were slightly more 
persistent than the young men when the decision was partially supplied 
by tha experimenter/ In other words, the females tended to exhibit 



less confidence than males 1n their decision-making abilities* In 
another laboratory-type study, Bartol (1974) analyzed the effect of 
the siK cofnpositlon of student work groups on member satisfaction. 
The results were not clear-cut buti on the whole, suggested few major 
differences 1n member satisfaction with males and female leaders* 

The Bartol study Is one of the few pieces on non^fleld research 
In which marked sex differences failed to emerge. The results of this 
Investigation may reflect the fact that the task on which students 
were engaged was on-going over an 8-week pertod* making possible more 
realistic and meaningful appraisals than are typical In a laboratory 
experlmant. In the few field studies Investigating leadership behaviors ^ 
differences between males and females have consistently failed to emerge. 
Day and Stodgill (1972) conected data from 256 civilian employees of 
the A1r Force Logistics Conmand concerning their description and 
appraisal of 37 male and 36 female supervisors occupying comparable 
positions, The majority of supervisors were described by four 
subordinates. On the aVeragev the fmale and male supervisors were 
described as exhibiting similar patterns of leadership bfehavior. The men 
and women leaders y^gpg perceived to be virtually identical on the 
following subscales on the Leader Behavior Description Questionnaire: 
Representation j Demand Reconciliation, Tolerance of Uncertainty s 
Persuasiveness, Structure, Tolerance of Freedom, Rple Retention, 
Predictive Accuracy^ Integration of Group and Influence with Superiors. 
Additionally, the male and female supervisors were rated quite similarly 
on a nine-point scale whose poles were poor leader/outstanding leader 
(male mean - 6,81, female mean - 6*53), The only two scales on which 
the two sexes differed by 1 point or more were Consideration and 
Production Emphasis, both of which were higher for the female supervisors. 
The data from this study also revealed that whereas time in a G.S* level 
was related to leadership behavior among males^ the same was not true 
for females. Males who spent the most time in a grade were rated by 
their subordinates as low in Reconciliation of Conflicting DemandSs 
Accuracy of Prediction, Influence with Superiors, and Effectiveness, 
Among the females, length of time In grade was virtually unrelated to 
their pattern of leadership behaviors. 

In another field study ^ Osborn and Vicars (1976) collected data 
bearing on two broad questions* "Do male and female leaders dlsolav 
different leadershlo behaviors?" and "Do units headed bv females differ from 
those headed by males in terms of employee satisfaction? The Information 
was gathered from employees of ^o mental -health orflanlzations. Leader 
behavior was nreasured by two scales of the Leader Behavior Description 
Questionnaire, the same instrument used by Day and Stodgill In the 
previously described study. Job satisfaction was measured by the Job 
Descriptive Index which yields 5 scale scores. A multiple regression 
analysts revealed that, with regard to both the "consideration" and 
"initiating structure" dimensions of leadership behavior, leader sex 
did not contribute any significant unique variance when age, education 
and experience were controlled* Simllarlv* no significant sex 
differences were found when the various aspects of subordinate satis- 
faction were used as the dependent variables^ 
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In conclusion t the available evidence suggests that in real -life, 
ongoing sitijations, the differences between inale and female supervisors 
and managers with regard to leadership behavior and satisfaction of 
subordinates are small. The sex differences which emerge regularly in 
artificials short-tenn settings probably result from the subjects' 
reliance upon sex-role stereotypes which extensive Interpersonal 
interaction perhaps helps to alleviate* 

In sunmary^ the literature on Job-related sex differences provides 
rather meager support for the stereotypes of women workers as unmotivated 
employees with especially poor records in terms of turnovers absenteeism 
and Job cormiltTOnt, There does appear to be some evidence that job- 
ralated characteristics such as those reviewed are related to income 
and occupational level. Since women have tended to be overrepresented 
in low-payingi low level jobs^ most sex differences disappear when 
income and status are controlled* On the basis of the existing data, 
one might predict that as occupational sex segregation and discrimination 
diminish, so will other sex differences in the work place. 



, ATTITUDES TOWARD WOMEN IN WORK SITUATIONS 

People's actions and behavior are affected by their own attitudes 
as well as by the attttudes of others towards them. In considering 
how to effect changes in occupational sex segregation and discriminatory 
personnel policies, the issue of attitudes toward women and sex-roles 
therefore becornis a salient topic for Investigation. Commentators have 
repeatedly pointed out that the success of afflmiatlve action programs 
is directly related to the attitudes of those who implement and are 
affected by the prograiiis, although evidence in support of this view 
is primarily anecdotal. In this section, the results of direct surveys 
and indirect experimental studies which relate to attitudes toward women 
in work roles will be explored, 



Direct Studies of Atti tude 

The volume of literature on attitudes toward women andappropriate 
sex-role behavior is quite large and is continually increasing. This 
research activity paranels society's effort to deal with and understand 
the changing status of women. A review of the entire literature in this 
area would be lengthy as well as irrelevant to the focus of this project. 
The review will therefore be devoted to those studies concerning the 
working roles of women, with particular emphasis on the views of managers 
workers sand military personnel. 

One of the earliest surveys of the men's attitudes toward women 
in managerial roles was conducted by the Harvard Business Review soon 
after Title VII of the Civil Rights Act went into effect (Bownian, 
Worthy & Greyser, 1965). A sample of nearly 2,000 subscribers to 
the Harvard Business Review respon'ded to the mailed questionnaire. 
The majority of respondents (61% of the males and 471 of the females) 
believed that the business conmunlty would never wholly accept women 
managers, no matter what laws might be passed, A majority _ (56%) 
similarly agreed that women have fewer nianagement opportunities than 
men. The respondents' perceptions of opportunities for women managers 
in different fields were also explored. Women were judged to have 
either "very little" or virtually no" opportunity by over 70% 
of the respondents in the following types of Industries: manufacturing 
of Industrial goodsi construction, mining and ollj defense or space 
industry; and transportation. The only field in which a majority 
of respondents judged equal opportunity to be possible was in retail 

trade. i j *u * 

With regard to more explicit attitudes, the survey revealed that 
41% of males and 71 of females were either mildly or stronqly 
unfavorable to the idea of women in management. At the 
same time. 34% of the males and 82« of the females were either 
strongly or mndly in favor of women managers. Despite the 
apparent reserve of the male respondents in accepting the general 
notion of women managers, their attitude toward more specific dimensions 
of women in managerial roles was considerably more positive. For 
instance, a fullSZX of the responding businessmen agreed 
that women can and do make unique and valuable contributions to 
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managenient. The eroposition that a woman must be eKceptionar and 
overqual 1f1ed in order to succeed in manag^ent was ertdarsed b/ 90^ 

of the male and 88% of the f email respondents. Interestingly, 
the data reveal td that acceptance of vimen managers increased 
with the age of the rnanagers. Furthermore^ those v/ho reported 
having a personal experience with v/onien managers were more likely 
to be. favortble to women in manaqement than their colleagues 
without such experience. This finding once again suggests that on- 
going relationships with women in nontradltional roles may be effective 
fn reducing the Impact of negative stereotypes* 

When asked about possible explanations for the persistence of 
negative attitudes toward women fnanagerss the answer most frequently 
agreed to by respondents of both sexes was that competition for manage- 
ment Jobs was keen. Still i a majority of those surveyed agreed that 
another factor was the deeply Ingrained prejudice against woffien 
working outsldf the home In our culture, 

In another section of the Harvard Business Review Suryeyi 
respondents were asked to give their opinions about leader-subordinate 
relationships. When presented with the stateinent "men feel comfortable 
working for women i" only 9% of the males and IB% of the females agreed. 
However s In response to the more personal questions "I would feel 
conif or table working for a woman Z7% of the meri and 75% of the women 
expressed agreement. 

In a more recent but limited survej^^ Bass ^ Kruselli and Alexander 
(1971) questioned 174 males employed fLill-time in biisfness or industry 
concernfng their attitudes toward women and work. As a groups the men 
had slightly negative attitudes toward women in supervisory roles. The 
majority of respondents agreed with such statements asi "Wonien in 
supervisory roles have difficulty In dealing with males in subDrdinate 
positions" and "I would be most uncomfortable having to take orders 
at work from a woman." The respondents also tended to express unfavorabli 
attitudes towards the dependability of women workers, with a srnall 
niajority expressing the view that absenteeisnii tenure and overall 
responsibility were lower among womien than men. However, the survey 
participants were more favorable In the responses to questions dealing 
with womenU capabilities^ emotionali t>i and career arf entation^ 
Contrary to' the finding reported In the Bowman et al , (1965) study ^ 
age was not found to be related to the respondents' attitudes. Another 
discrepant result was the tendency of respondents wKo had more direct 
experience with women 1n subordinate roles to have more negative 
attitudes than those with no direct interaction. This finding can 
perhaps be explained by considering research on contact betweeri minority 
and dOTilnant groups ^ in which it has been found that prejudice between 
the groups declines only when interactfon occurs on an e^qual basis. 

Empirical Infonnation concerning attitudes toward women in non- 
traditional blue^collar jobs is extrei^ely scarce in the social scientific 
and managerial literature. In the previously discussed Meyer & Lee study 
(1976) of public utility companies, 44% of the nontradltional 
blue^collar women said that the.lr niale coworkers showed fairl/ strong 
or very strong resentment toward them* An additional 411 said 
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that the men had showed initial rtsentment but that 1t had 
dissipated* Only 151 of the v/omen felt that their male co- 
workers definitely accepted their entry Into an ''alUmale'' field, 
In the same study ^ some infomation was also conected from a small 
sample of male - coworkers^ Thirty percent of the men Interviewed 
expressed a negative attitude toward having female v/orking associates ^ 
while 35%^ had mixed feellnqs. In comparison^ none of the men 
who worked with women in nontradltlonal white-collar jobs had an 
unfavorable opinion about their female coworkers* Furthermores vvhen asked how 
other male peers felt about having a woman working with them, 45^ of the blue- 
collar men attributed negative feelings to their colleagues (16% for white- 
collar) and 351 said their colleagues had mixed feelings (301 for white^conar 
men). It would therefore appear that the women's perceptions of their peer's 
hostility or resentoient were fairly accurate. 

The previously mentioned unpublished Air Force Wanagenient Improve- 
ment Group survey collected some data 1n 1975 which are related to the 
issue of attitudes toward women in nontraditlonal fields, A sample 
of 838 male coworkers ^as asked various questions about their percep- 
tions of women working in industrial career fields. When asked if 
women encounter any negative attitudes on the Job becaiise of their sex, 
11% of the samDle said they encountered a great many and 431 said 
they encountered somss while the remainder reported either 
no or few negative attitudes. In response to another questions 
55% of the respondents believed that some men on the base would 

consider women equal working partners^ while a rnlnority said that no 
man would do so (6,8%) or that all men would do so (4,51), Twenty 
percent of the sample felt that most or all men would consider women 
inferiort 62.41. thought that some men would make this judqe- 
ment, but 16.4% said that no man on his base would think of 

women as inferior* Despite the fact that a majority of these respondents 
thought that women in industrial Air Force careers e><per1enced some 
negative attitudes^ many (53,71) felt that women received better on- 
the-job treatment than men and that their work was judged more leniently 
than men's work (40*5%). There did not appear to be a question which 
shed light upon the manner in which the perceived nigative attitudes 
toward women was manifested. 

In the same Air Force survey i a sample of 606 supervisors was also 
questioned. In response to a question of their perceptions of the 
treatment of women by male coworkers^ opinion was rather evenly 
divided. About a third of the sample (35%) thought that males treated 
females as less capable*, while another third (34^) thought that males 
gave females preferential treatnient. The remaining 30% believed that 
women were treated as equals by their male coworkers. Among those 
respondents who had supervised women, a sizeable percentage (47.91) 
felt that men are easier to supervlsei while about a third (31^) said 
there was no difference 1n supervising men and women. A majority of 
the supervisors (59#9^) reported that they had no preference as to 
whether they supervised men or women ^ OveralU then the supervisors 
seemed to express moderately positive attitudes toi^ard the women in 
industrial career fields. It might be pointed out^ parenthetically ^ 



55 



ERIC 



that the women themsel ves agreed with these perceptions. A laj^ge 
percenta-ge of \iiomn surveyed for the same stud^ (N « 561) agreed 
that the If iimiediate supervisors accepted them very well when they 
-first stai'ted the Job (67.41) as well as at the time of the survey 
(81,3%), More than three-fourths of the women felt that their 
super/is ofS gave about the same fecogm'tlori to men and worrien for a job 
well done These women also thought, for the most part, that thiir 
fallow Workers vrfere usually friendly (86.1%), cooperative (61.3lj. 
and accepting of them (81. M). Only about 10 percent of the wmen 
felt the 1^ cov/orkers were usually hostne to them, while the niajonty 
nOA%) said their coworkers were seldom or never hostile. At the 
same time a large number of women (52. 2«) agreed that they had 
experienced negative attitudes because of their sex. As in the case 
of the male questionnaires, there is little information in the survey 
r-elating to what form the perceived negative attitudes took, but in 
light of responses to other questions, they were presumably rather 
subtle effects. ^ ^ , . 

Hor-e fornial attitudinal surveys have been conducted in various 
branches fff the military. These studies have been concerned with 
qenfiral attitudes toward women in the mnitary rather than focusing on 
Somfin Irt specific work roles. In the Army, for example, an ej^tensive 
resfiarcfi fffogram, encompassing four broad research areas, has been 
developed to "investigate soclocultural , physical, and psychological 
factors in the selection, classification, assignment, and training of 
female personnel to insure their effective utilization in the iJ.i. 
Amy" {^Rt meiiiorandum, 1977). A major concern of such programs has ^ 
beeri to study m attitudes of military personnel toward the e^ipansion 
of Momen's roles so that difficulties may be anticipated and solutions 
proposed. The kind of question being asked by such research endeavors 
Is- "Ane soldiers likely to be so resistant to changes of this sort 
that the fnipl ementation of these changes will be made difficult? 
(Savell i Col Uns, 1975). u t 4. 

Research conducted by Investigators from the Army Research Institut 
•for the BehavloTal and Social Sciences has provided some interesting 
results. In one oart of the study questionnaire, respondents ( a 
sample of 721 inale and female officers and enlistees from four Army 
installations) v^ere asked to rate 24 job titles in terms of their judged 
appropriateness for women. Only one job (rifle-carrying infantry foot 
soldier )u/as Judged by the majority of respondents to be inappropriate 
for wcmen. Women respondents, especially women officers, were more 
likely than men to judge distinctly military occupations, such as bomb 
disposal specialists, as appropriate for a wonan (Savell. et^i,, 
Despite this difference, many combat-oriented jobs were perceived to be 
appropriate by a majority of both men and women. A report by Segal , 
Klnzer, nd Woelfel (1975) has pointed out that civilians appear to be 
nore optosed to the assignment of women to combat duties than are Army 
personnel - based upon surveys in both sectors. 

1hei974 A™y survey of 721 soldiers also included a question 
deslgnelto detennine the "traditional" and "contemporary orientation 
of respondents based on their endorsement of one of two alternative 
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statefnentSi Subjects were also asked to indicate their perceptions 
of how other individuals or groups (the majority of men in the Anny, 
the majortty of women fn the ^my, their best friend of the opposite 
sex, and their best friend of the sarne sex, their mother and their 
father) would respond. The majority of both women and meni when 
Indicating their own attitude, agreed with the statement that, 
"Relations hfps between men and women are Ideally equal and husbands 
and wives v/Duld share domestic ^ child rearing and financial 
responsibi 11 ties J- Mofnen respondents were much more likely to agree 
with this statentent than meni however. Both sexes considered themselves 
to be more contemporary In their views toward sex roles than was their best 
friend of the same sex. This finding suggests the possibility that 
it may be perceived to be socially unacceptable to admit to traditional 
views and that corresponding changes in attitudes may result over time 
(Savall and Conins, 1975). 

Overall, there ha^e emerged some notable consistencies among the 
various studies concerning the attitudes of military personnel toward 
women and sex-roles. Firsti as might be expected, women themselves 
have more favorable views toward the expansion of women's roles (Coye, 
Denby, Hooper, & Mulleni 1973- Fuller, 1973; Save!, et aU, 1975; 
Savell & Collin , 1975| WoelfeU Savell, Collins & "Bentler, 1976). 
Secondly ^ officers have been found to be more conteniporary In their 
sex-role attitudes than enlisted personnel (Fuller, 1973; Saven, et al., 
1975; Woelfel, et^ al . , 1976). By and large, the results have suggested 
that men in the services are not adamantly opposed to the expansion of 
women's roles. 

In sumnary, the evidence from direct studies of attitudes s in which 
men are asked directly how they feel about women 1n various work roles i 
tends to indicate that few men are hostile toward women, but that many 
are unfavorable toward having women in nontraditional work areas. 
However, many men also view the expansion of wom^in's work roles favorably. 
In short, there appear to be both differences of opinion and ambivalence 
about women In the world of work. 

Indirect Studies of Attitudes,, 



A considerable ainount of information concerning attitudes toward 
women and sex-role stereotyping can be gleaned from the many experimental 
studies of performance evaluation* One of the earliest pieces of research 
in which the devaluation of women's work was highlighted was the study 
by Goldberg (1968). College women were asked to read articles on 
llngulsticsi lawi art history, dietetics, education and city planning 
and to evaluate them. When the articles were attributed to male authors 
they were rated more highly than when the same articles were attributed 
to female authors. Stwllarly, Pheterson, Kiesler and Goldberg (1971) 
found that when college women were asked to judge paintlngSi those 
described as having been painted by a man were judged to be more techni- 
cally competent than those by a woman. 

These tv^o early studies have been followed by numerous work-related 
and perforinance- related investigations which have provided evidence of 
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pr-e judicial attitudes towards wotnen's task performance and accomplTish- 
ments Spence and Helmrelch (1S72) found that, when preiented with 
a fpmale stimulus person playing as either competent or incompetent 
and feminine or masculine in her interests, college students as a group 
rated the rnascuHne-competent role most highly in terms of likabinty, 
sincerity, adjustinent and intelligence. However, the data also fevealed 
that males with traditional attitudes, unlike other subjects, preferred 
the incompetent feminine stimulus pirson to the competent feminine one. 

Shaw (1972) used 132 collsge recruiters to evaluate fictitious jod 
appHcants. whose descriptions were altered as to their gender, bex 
had a differential effect on the recruiters' ratings, depending upon 
whether an applicant was seeking a management trainee or engineering 

position. Those applying for a 'flan'S®'"?"^^^^''"®!'^'EH^f fflSlv were 
substantially better if they were described as males t^^^" iT.*hey were 
described as females, even though all descriptions presented applicants 
having the same credentials. Engirieering applicants, on the other 
hand were rated slightly more favorably when they were described as 
be?ng Sen Nevertheless, for both types of jobs the recruiters 
were more likely to reconmend hirirg the male than the 

''^''inSerltudy also found that sex stereotypes detrimentally affect 
women in the selection of Job applicants. Cecil. Paul and Olins (197 ) 
asked students enrolled in a nianagennent course to identify the attr b tes 
which they felt an interviewer would consider important in evaluating 
"Slry Thomas" or "Joe Stephens" for a nonspecified white-collar job 
Distinctly different attributes were emphasized depending on whether 
? f ?ct tio s pmon was male or female. For males, such f ^riptors 
a "persuasive Individual." "is aggressive," and ■'exceptiona motivation 
were Judged to be important, while for females, "pleasant voice _ 
"excellent clerical skills," and 'MmDaculate in dress and person were 

IwrstudlefEylcMn (1973, 1975) similarly suggest that women are 
^fereotvoed as Dossessing few if any attributes useful to leadership 
r%f iayisPff bith Lie the 1973 study) and female middle 
manaq'ers (1975 study) agreed that successful middle managers 
possess characteriitics, attitudes and temperaments more commonly 
Sscribed to men in general than to women in general. , , 

Several researchers have found evidence that an individual s level 
of coSSncy irteracts with differential performance evaluation. In 
one sSdy pUentre^ sample of college students was 

a^ed to rate t^e perfomance of rales and females acting either 
0 ^ tentlf or incompetently. Cor^petent stimulus persons ^^re ju ged 
equally favorably regardless of se)c. Incompetent females .however , 
were iudged less positively than a iiiale acting in a similar manner. 
Moreoverf inclpetent females were perceived as more feminine than 
cnSnt females. Conflicting results have, however, been reported 

S alienor (1973), who found that highly cge ent ma es 
were rated more positively than highly competent females , ma les 

of low competency were rated lower than similar females. This discrepancy 
?s pfrhaps attributable to differences in the dependent measures used. 
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In the Deaux and Taynor study, the subjicts were asked to rate the 
stimulus person 1n terms of 1ntenigence and competency* The ratings 
perhaps reflectedthe subjects' approval and rewarding of behavior 
congruent with stereotypical sex-role behavior^ That 1s ^ the male's 
perfomiance was devaluedj relative to the female's perfonnancei when 
it reflected incompetence^ The Piacente et a] . study used ratings 
of a broad nurnber of bipolar personality attributes , such as strong/ 
weak 5 Impulsive/delibferate, and positive/negative. In the incompetent 
condition, females wei^e perceived as more excitable, weaker and softer 
than males* These adjectives less speciflcany relate to performance 
evaluation than to a personal evaluation ^ and 1t is perhaps due to 
this fact that the conflicting results emerged, 

Taynor and Deauj< (1973) explored the relationship between perfor- 
mance evaluations and sex-tj^ping of tasks^ Subjects in this study 
were asked to read a description of a male or female performing well 
on either a "rnasculina'' or feminine'' task. The woman who performed 
well in the masculine task was evaluated more highly in deservingness 
of reward and effort than was the equally perforniing man. The man was 
not over-evaluated In similar fashion on the feminine task* It 
should be pointed out that neither task was work-related, 

Hagen and Kahn (1975) also studied reactions to competency in 
women In an expeHment fn which subjects Interacted with others of 
the same or opposite sex In situations of cooperation, competition 
or observation. The results revealed that male subjects liked 
competent women only ivhen they observed their performance rather than 
when they Interacted ^ith them directly. Subjects of both sexes 
were more likely to e)cclude a competent woman from their group than 
to exclude a compatent marij and to include an Incompetent woman than an 
imcompetent man* This study suggests that sonie of the discrepancies 
in findings from Dther studies could reflect differences 1n the perceived 
relationship between subjects and the stimulus person being evaluated. 

Several investigators have explored the influence of sex-role 
stereotypes and attitudes tcivards women on evaluations of supervisory 
behavior (Rosen & Jerdee, 1973i Bartol & Butterfield, 1975), 
evaluation of applicants for jobs (Rosen & Jerdee, 19743, 1974b}, 
and perforniance ratings of work (Blgoness, 1976; Cllnes Holmes a ^ 
Werner, 1977| and Hamner, lim, Baird & Bigoness, 1974). With 
regard to evaluations of leadership or supervisory behaviors Rosen 
and Jerdee (1973) found that a sample of both undergraduate students 
and bank supervisors rated a reward style of supervision (controlling 
subordinates by reward dispensed) as more appropriate for male supervisors, 
while a frlendly-deper^tent sty le (asking subordinates in a friendly 
way to help supervisor tinrough improved performance) was viewed as 
most effective when used by supervisors of either sex with subordinates 
of the opposite sex. The researchers concluded that sex-role stereotypes 
do influence ratings of male versus female supervisors. The Bartol 
and Butterfield (1976) study lend further support that the sex of a 
manager affects how different m^n.^qerial styles are evaluated. Female 
leaders received mare favcrabls .ings than male managers in response 
to a vignette which depicted thii supervisor as showing great consider-- 
ation for subordinates. Wale ^eade^3, on the other hand, were rated 
more positively than females on a vignette depicting the manager with 
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strong organizational and planning sknis. It thLis appears that, 
even wtien men and women assunie the same role, they are expected 
to exhibit different kinds -of behaviors in order to be considered 
effective* 

Rosen and Jerdee explored, in two separate laboratory Investigations i 
the effects of an applicant's sex on personnel decisions p In the first 
Cig74a), undergraduate business students rated candidates for managerial 
positions. Male applicants v^ere accepted more frequently than equally 
qualified females. The sub,iects_ also evaluated male applicants 
more favorably on general suitability, potential for long service, and 
potential for fitting v/e11 into the organization. In their second 
study (1974b) 5 Rosen and Jerdee used an In-basket exercise with a 
sample of male bank supervisors to assess various, types of sex 
discrimination. The results confirmed the investigator's hypothesis 
tliat tTie supervisors would tend to discriminate against women in 
personnel decisions Involving promotion , development and supervision- 
On the other hand, dlscrlmi^nation against male employees was manifested in 
personnel ..decisions concerning conflicts with fanifly role responsibilities 

Finally, three other studies add to the conclusion that sex-role 
stereotyping affects performance evaluations in a coinplex fashion. 
Cllne^ Holmes and Werner (1977) used a heterogeneous saniple of students 
and residents of a small tov/n or large city to evaluats sketches or 
quotations attributed to either men or women*" The results indicated 
that males devalued the production of females^ v/hne females also 
devalued the production of males,. This interaction effect was found 
only on the Intenectual productions (the quotations). Both the 
studies by Hamner et al , (1974) and Bigoness (1975) examined the effect 
of rates sex and race on ratee performance. In tlie first study , it was 
found that sex stereotypes did influence perfor^arice ratings of a sample 
of college undergraduates on a simulated work-sampHng task even when 
objective measures were dfefined. Female ratees v^ere rated higher than 
males, particularly for high -performing ratees. Similar findings were 
reported in the Bigoness (1975) study. 

Although the results of the above studies are not always consistent^ 
it would appear that^ in laboratory-type situations at leasts women 
and their performance tend to be undervalued relative to comparable 
efforts ascribed to men, In some studies^ It seems that women may be 
particularly "punished'* by poor ratings when thej/ engage 1n activities 
which are not considered "feminine," These studies have Important 
imputations with respect to supervisory ratings of wonien in skilled 
industrial fields* It is Indeed unfortunate that more data from field 
studies regarding supervisory attitudes, measured indirectly ^ are not 
available* 
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MANAGEMENT POLICIES AFFECTING WOMEN EMPLOYEES 



_ Until recently, little attention was paid to the formal and 
infomial policies of corporations with regard to their female 
employees, At the fornial level, there were probably few explicit 
policies aimed at women, except those dealing with maternity and 
hours of work (in compliance with state laws which regulated 
wornen's work schedules). A network of Informal policies, however, 
generally affected decisions on recruitment, hiring, salary, and 
promotion. These policies consciously or unconsciously excluded 
woinen from Jobs which were considered "male," and which were associated 
with higher pay and responsibility. 

The recent legislation prohibiting employment discrimination 
on the basis of sex has made 1t necessary for most AmeHcan corpor- 
ations to reconsider and alter their policies affecting women. In 
particular. Revised Order No. 4 requires Federal contractors to take 
affirmative action In setting goals and timetables for the 
empl-oyment of women In job categories in which they have been 
underutilized, An affinnatlve action program Includes a set of specific, 
result -oriented policies and procedures to which the contractor is 
committed to apply every "good faith effort." The order emphasizes 
that procedures without efforts to make them effective are meaningless. 

The literature on affirmative action progranis and corporate policies 
affecting women Is voluminous. The vast majority of this literature 
deals with tips and "how-to" Information for companies Implementing 
such programs (for example, Berwitz, 1975; Grauir, 1976; Higgins, 1975; 
Hnaael,_1976; Hollander, 1975; Newgarden, 1976; Slevin, 1971). 
Information on what companies are afctuany doing Is extremeiy rare. 
As Sieyin (1971) points out, "Most firms are in the early phases of 
attacking the problem of full utilization of women and are reluctant 
to expose their current programs to much publicity (p. 8)." Evidence 
concerning the effectiveness of different policies and procedures is 
essentially nonexistent. In this section, then, our main focus will 
of necessity be on strategies for the utilization of women which 
have been recommended 1n contnentarles rather than research reports. 
Whenever data bearing on an Issue have been collected, they are included 
In the discussion. 

Top Manageme nt Support 

Numerous writers have stressed that an essential component of 
corporate policies designed to enhance the utilization of women Is the 
visible support of top-level management. Evans (1975) points out that 
without such support, people "down the line" will not accept non- 
traditional employment for women as a serious company objective. 
According to Slevin (1971), top-management comtif tment should be embodied 
in a clear policy statement Issued by the chief executive officer and 
conmunlcated throughout the company. The only non-anerdotal evidence 
that top manageinent support Is indeed an Important factor In the 
success of affinnative action programs comes from the study of Meyer 
and Lee (1976). Although their sample of companies was too small 
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(N«10) to wamnt generalizations, they made the following observation; 

The degree to which managers at all levels seemed to 
take the Equal Employment Opportunity program senously-- 
that is, to make concerted efforts to move women into 
tradltionany male jobs- appeared to be directly related 
to the extent to which the program was promoted and 
monitored at corporate staff level ... .Moreover, as 
might be expected, strong endorsement of the program 
by top officers 1n a company helped the staff person 
to achieve respectable EEO goals (p. 31). 

Visibil itie s of the Policies 

Related to the previous issue is the visibility of the policies 
and related programs themselves. In order for the policies to achieve 
success in meeting goals and deadlines, they must obviously be 
co™ nicated throughout all levels of the company, ^0^^,^^^,, 
Mo. 4 stipulates that corporate policies relating to Equal E"'Pj°y™"t 
Opportunity must be disseminated both l^ter^a^^y ^"J/^J^'^'H^Up ton. 
Evans (1975) has advocated that communications should start at the top. 

The word should go from the mghest echelons to middle 
management, perhaps through a series of preliminary 
meetings. The objective: to impress upon mdale- 
level executives the seriousness of the problem, the 
value of the plan, the Importance of their role and 
their inputs and, most crucial, their responsibility 
for seeing the program through... On the heels of these 
preliminary discussions should go a series of communica- 
tions (through the company paper, di rect mail , and 
other means) from top management to the workforce, ^ 
making clear the company's legal obligation and asking 
the cooperation of employees (p. 33-4). 

Lyle (1971) did case studies of 10 companies in the field of 
trade, manufacturing and finance. In each of these firms at least 
Sl^ loJees in both manaoerial and "O"^"^^^!^^^^ interviewed, 
a mflinv- finriinn of this Investigation was that line managers, 
whether Sev ere male o^^femall. had a "shockingly low leve of 
information' about the employment policies of their company (p. 60). 
For example- about 18% of the 80 line managers interviewed did 
nnP know f' their firm had an affirmative action program for women, and 
afpercenrhad'o knowledge of goals timetables for fema e emp^^^^ 
to which their company was conmitted. It W|s al o found that n s^even 
of the 10 companies studied, the Posting of a sign n the Personnel 



S f : ^isln that triom^a^rw s anjgual Opp r^^^ 
was the only type of Information dissemination device. Lye concluded 
pit the development of communication mechanisms is a critical factor 

an3lllckMl972) conducted a survey of 27 major corporations 



in the San Francisco Bay area conctrning company policies/practices 
relevant to the employment of women. A section of the survey dealt 
specifically with methods of disseminating information about equal 
empioynient policies. Six of the 27 firms had established special 
awareness and education programs for managenient. In the majority of 
firms, however, managers depended on their superior to discuss the 
firm's policy and Its ramifications. The firas which had manageinent 
awareness programs found them very v/orthv/hile and helpful, but most 
respondents felt that awareness programs would be more useful at the 
first-line supervisory level than for top management. 

There has unfortunately been no Investigation of the effects of 
various conmuni cations strategies in terms of ease of recruitment^ 
worker attitudes^ managerial attitudiSi conipany morale, and so on/ On 
the basis of the limited infonnation presented here, it would appear 
that thorough and sensitively handled dissemination procedures could 
play a role in the success of affirmative action programs , but further 
data on this point are clearly needed. 

Organizational Audit 

Several cormentators have argued that any serious effort to 
implement equal opportunity programs for women should be accompanied 
by an organisational audit to detennine v^here the company stands before 
identifying needed programs and procedures and developing an action 
plan,^ Slevin (1971) designed a checklist of questions to be dealt 
with in such an audit. The areas covered by the scheme included 
the following: top-management commitment audits program administration 
audit, recruitment audit, selection audit, promotion policies audits 
attitude audit, and periodic program review. Similar suggestions - 
were made by Hllaael (1976), who added to Slevin list the following 
surveys and reviews: a survey of affected class personnel in various 
Job categories throughout the organization ^ review of benefit plans, 
and a review of testing and placement procedures, The point 
emphasized by both cormentators is that a firm data base enables 
organizations to ^^tabllsh more effective goals and to determine 
the number of staff, support facilities and resources required for the 
affirmative action program. It would appear that there are no 
available data concerning the extent to which companl Implement these 
reconmended audit procedures, nor concerning how effective they have 
been found to be. 

Superv i sory/ Ma nager^ i^^va Ijja^lQ^ 

A strategy which has been recomended repeatedly In the literature 
on affirmative action is the evaluation of supervisory or managerial 
personnel on the basis of their success In meeting equal employment 
opportunity goals, Evans (1975) has mentioned the linkage of EEO 
objectives to promotion and termination. Purcen (1974) described the 
implsmentatlon of such a strategy at one industrial firm. Here* 
sanctions (both rewards and penalties) are used for achievement of 
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EEO qoals. for each foreman, supervisor or manager who had the 
respons b I1ty of hiring or temiinating employees, Purcel recogmzed 
Jhlt this system 1s relatively rare, but made the following obser- 



vation ; 



If top managenient talks EEO and means It (an essential 
condUion), then top managenient must ask: Do the per- 
fomiance rating yardsticks of our EEO measurement 
system affect our managers' compensation and status. _ 

. Performance 1n EEO must be a realistic criterion in 
reviewing a manager's pay and promotion opportum ties , 
or else his behavior will not change much. A manager 
will act significantly only when he sees his company 
putting its money where its mouth is (p. 103- 104). 

On the basis of available data, it would appear that very few 
companies motivate their personnel to actively pursue EEO pajs with 
rSrdl or penalties. In the survey of 26 Bay area firms by Bulwik 
a^ Elicks (1972), none of the companies used managerial performance 
in hiring or promoting women as an evaluation criterion, and the 
same wis- tr^e^^nLyle•s (1972) case study of 10 f rms. nformation on 
the effectiveness of this approach would be very desirable. 

A variety of recruitment strategies have been advocated and used 
to attacrSeS to nontraditional careers. Some o^these approaches 
emphasize external recruitment, but many companies a/e dependent 
primarny on internal recruitment. Bulwik and Elicks (1972 found 
t^at 86 percent of the finns in their survey were ^^y^"^^^ 
exclusively on in-house recruitnient. The Meyer and Lee (1976) 
report suggests that Internal advertisement and action for non- 
tradltlonll jobs might beeyen more prevalent m blue-collar fields 
fh^n for white-collar positions* . ^ ^ 

I terns specific techniques for ^^^f ^^^^l^^tSre 
women, the approaches which have been described n the literature 
vary considerably along an acti ve=passi ve dim n ion Pub ca^^ 
and job opportunity postings are perhaps the least aggressive pro 
cedures fSr recruiting women into nontraditiona careers. Evans 
(1975) strongly urged a more active approach. He has argued that 
in order to successfully reach the worker: 

A key task is to convey information about the Jobs: 
What is involved, work patterns and environment, 
training opportunities and other pertinent detai is. 
fhere ?i no way to effectively do this t rough printed 
media alone. Potential job "changees ' should be 
exposed to the prospective work environment through 
to^rs, or, if that 1s not possible, through audio- 
visual presentations (p. 35). 
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Ells (1973) has described such a program impieniented at one corporation. 
In order to heighten women employee's av/areness of Jobs in the skilled 
trades fields, a ■traveling road show'' v/as created, aimed primarily 
at women in lower- paying hand-assembly jobs. The show consists of 
slides depicting women on the job in such occupations as mechanics, 
machine operators, drafters^ and security guardSi accompanied by a 
tape in which the v/omen describe the pros and cons of their Jobs and 
give advice to others who might wish to join thefn. 

Another strategy is to establish a program of career counseling 
for women employeGS. Bulwyk and EUcks (1972) found that about 
50 percent of the firnis in their survey did have some type of career 
counseling program^ but a relatively small percentage had programs 
specifically geared to women. Those firms with special counseling 
for their female employees all described their objectives as helping 
women set goals j helping them develop ambition, helping women to 
seek and cope with res pons ibi 1 ity^ and encouraging them to make full 
use of their potential. 

Although many companies depend heavily on internal recruitment 
for nontradi tional jobSp various techniques for exterrial recruitment 
have also been utilized or emphasized, Hollander (1975) pointed out 
several steps for the employer who 1s aggressively pramotlng EEO 
for women s among which are the following: recruitment sources (schoolss 
agencies, etc.) should be, asked to actively refer female applicants, 
women's organizations and cormunity agencies and leaders should be 
notified of the EEO policy^ women should be shown 1n photographs for 
consumer/ employment advertisements and the annual report , and 
appropriate posters should be displayed at hiring locations, Slevin 
(1971)5 In his discussion of a "recruitment audit," suggested using 
some women recruiterss recruiting at women's schools, and sensitizing 
recruiters to EEO goals and policies. 

In some fields In which qualified and Interested women are difficult 
to finds more ambitious recruitment strategies have been Implemented* 
For example* several chemical and engineering companies have demonstra- 
tion programs for junior and senior high school women and minority 
students to interest them in careers 1n science and engineering. 
Others provide funds for special sumner workshops^ college scholar- 
ships! summer jobs, and so forth ("Employers step up progranis," 1976), 

In sum, diverse methods have been used to attract women to non- 
traditional jobs, but the efficacy of the methods appears not to 
have been evaluated. 

Selecti on Procedures 

A great deal has been wr^itten concerning the use of personnel 
tests and alternative selection procedures in the context of equal 
employment opportunity^ but the fbcus of these writings has been 
on minority employment. However, some basic concepts and legal 
considerations apply to hiring and placing women employees as well. 

The Federal government ^ 1n monitoring compliance with equal 



employniint opportunity legislation, nas devoted considerable 
attention to the sel action and placement criteria used by 
organizations, since these criteria represent a potential source 
of discrimlnatiDn. The government does not maintain that equal 
hiring ratios of affected and nonaffected classes be maintained 
in order to satisfy the requirements for nondiscriminatory hiring. 
In other words, if a ctrtain attribute (such as strength or spatial 
ability) is needed for the successful performance of a job, and 
certain groups have a higher level of that attribute than do other 
groups, then dispr-oportionate numbers from these certain groups 
can be hired. The important point, however, is that the employer 
must be able to supply' evidence that the attribute Is job-related 
and differentially distributed. The landmark case on this issue 
ifide it clear that the -use of standards which have not been validated 
against Job success Is unlawful (Byman & Spitzer, 1971). Furthermore, 
an aiiploypr cannot exclude a whole group of persons simply because the 
average level of an attribute is lower than that of another group. 
This issue has been raised in numerous court cases in relation to 
the exclusion of women (as a class) for Jobs with certain weight- 
lifting requirements. In these cases, the rulings cited female 
weiqht-lifting requirements (often Imposed by state protective 
lawi) as violations of Title VII (Lj^le, 1972). These decisions 
make it necessary for candidates for a job to be individually tested 
for weight-1 iftinq ability. j. p^.^^i 

The Equal Employment Opportunity Coimisslon and Office of Federal 
Contract Comol lance have maintained that, whenever technically 
feasible, only tests and other selection criteria which have been 
validated using procedures for criterion-related validity can be used. 
Affnnative action programs aside, it would appear that systematic test 
va Slon would be a lound and efficient business P'^actice particularly 
for large organizations. It has been estimated, however, that fewer 
than 5% of American companies^ have pPi^ically validated their 
selection or proiiiGtion criteria Byham & Spitzer, 1971). In the waKe 
of recent court cases, these efforts may well be expanding. Dipboye 
et al (1976), however, have suggested that some employers may be 
iMon ng t eir formal testing programs because ^ourt decisions 
and relying predominantly on interviewer assessments. _ The need for 
empirfca ?a Idation of all types of selection criteria apparently has 
not been generally recognized and dealt with in Ameri can _ f i rms . 
° 1 e 1 le^tio^ of appropriate job perfonrance criteria agai^ 
which to validate the selection measures is often more problematic 
San the development or identifications of tests for selecting employees. 
SiLt ve Tasily quantifiable, reliable standards are clearly to be 
Sreferred' For example, measures of absenteeism or turnover are often 
usId HweveJ^s^ch indexes may be only marginally Important to the 
^lli of the company, or less important than ^^Jua on«b pr ductivi^ 
and work quaHty. Unfortunately, J°b perfomance in many cases s 
nwa^urpd hv suDervlsorv ratings, and these ratings may ot tnemseives 
Se orqSestioSabirvalidit^ i-se of supervisory ratings as criteria 
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for validating selection standards my be partlculaHy problematic 
for jobs which are nontraditlonal for women. The evidence cited 
1n the section on indirect measures of men's attitudes toward women 
as shown in evaluations of their task perfomance suggests the 
possibility that such evaluations may be biased dovward for female 
employees. This problem is one about which further research 1s needed. 

Another Important area of concern is the issue of differential 
validity, Different sets of behaviors and attributes can lead to 
sininar job performancei and such differences may be group-related. 
For examples spatial ability may be an Important predictor of job 
success in a particular occupation for men but not for womenj 
whereas interest and attitude may be better discriminators among 
women than men. This suggests the advisafallity of performing separate 
validity studies for the two sexes i to determine if different cut-off 
scores on selection and classification criteria are warranted. Failure 
to perform separate validation studies may lead to test bias^ which 
may be defined as systeniatic overpredlction or underprediction of 
criterion measures (Einhorn Bass^ 1971). In the case of minority 
groups J research has defnonstrated that test validity information 
obtained from the general population is not always appropriate for 
the disadvantaged (Byhani & Spitzert 1971), There is little available 
information concerning male-female differential validity, but presumably 
it will become Increasingly necessary to explore this Issue, particularly 
in cases of nontradltional jobs. 

Training Programs 



Job training is a fairly standard procedure 1n many American 
companies. In the context of affirmative action programsj however, 
training has taken on new dimensions^ A number of firais and govern- 
mental agencies have devaloped special training classes designed to 
upgrade some of the basic skills of groups who might be at an employment 
disadvantage. One corpDrations for examples initiated a program 
of lowered selection standards for minority applicants ^ coupled with 
Intensive training to bring the employee up to standards. A similar 
strategy has been used by the Departtient of Defense in ■'Project 100,000 j" 
in which men who could not meet standard selection-test criteria were 
given compensatory training. According to government reports ^ the 
program has proved successful: men inducted through the special program 
have been found on the average to do as well in the ar^iied services as 
regular inductees (Byham & Spjtzeri 1971)» 

Specialised training programs for the disadvantaged are more 
predominant in certain Industries than in others. In a survey of 250 
major corporations, Cohn (1970) found that about 80% of the 
aerospace corporations and 100% of the motor vehicle companies 
did have special training programs for minority employees. Unfortunately 
no comparable data are available on special women's programs for blue- 
collar skills. 

The recent study of women In public utility companies yielded 
somi interesting information oh this issue (Meyer & Lee^ 1976). 




57 




It was reported to them by training directors in these companies 
that the regular training for craft jobs assumed that the trainees 
had basic famniarity with mechanical or electrical terminology, 
such as the names of tools. Since many women are unfaniiliar with 
such terms as "open-end wrench" or "hex nut," they were often at a 
marked disadvantage in the regular training progranis . According 
to this study, the provision of special training for women facilitated 
their integration into fo'mierly all -male, blue-collar jobs: 

"Programs of this kind were found not only to reduce 
the failure rate of women significantly, but also to 
increase the li keli hood that the women would be accepted 
by their working associates when they were put on the 
Job. Women trained in this manner did not display 
the kind of ignorance that the men expected of them 
(p. 38). 

In sum, specialized training programs for wamen entering non- 
traditional skll led Jobs may often be desirable or needed in order 
to give the women the skills and self-confidence required to perfonn 
well. Additional data relating to the efficacy and success of the 
various traininq strateaies would be quite valuable, 

EiTig^[oyee Benef i t Pol i cies 

The "fringe" benefits for American workers are an important 
component of their overall compensation. In the past two decades, 
employee benefits have risen more than twice as fast as wages ana 
salarus. According to ant1-sex-d1scr1mi nation legislation, employee 
benefits should be equitable for both sexes. This requirement has 
been found to give rise to considerable controversy, however, 
particularly with regard to pregnancy /matermty policies. 

The possibility for differential treatment of male and female 
employees emerges in several areas of employee benefits . ^o^e ot 
the areas of concern include the following- differential benefits 
for different categories of employees (such as clerical versus mana- 
gerial), which results in de facto discrimination when jobs are sex 
seqreqated; the provision of health insurance coverage and death 
benefits to tne spouses of male but not female employees; red u^d 
retirement payments for women based on actuarial tables ot lOQaer 
Ufa expectancy for women than meni_and the provision of benefits 
to family members of employees but not the employees themselves. 
The gS delines issued lK A'prll, 1972 by the Equal Emp oyimnt Oppor- 
tunities Cormiss ion prohibits such forrns of ^^^la reatm n 
However, in most cases definitive court cases have not yet clarified 
some of the ambiguities and the legal status of the guide ines. 
Therefore, it is possible that companies will continue their 
past practices "until there is a court ruling on the 
subject" (Simmons, et al . , 1975, p. 77).. 
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The EEOC guidelines on niaternity policies have stirred a great 
deal of controversy and court action. Historicany, employers have, - 

had vlrtuanv a free hand in develoDinq policies to deal with 
pregnancy and childbearing* These policies have varied widely frcfn 
one company to the next, ranging from the firing of pregnant women 
to requiring a specified and often arbitrary leave of absence or else 
treating maternity leave as any other temporary disability. 

Rigorously interpreted md enforced 5 the EEOC guidelines will 
require changes by most American corporations. According to 
Title VI 1 5 women eniployees must be granted chndbearing leaves and 
must be permitted to return to their original job, or one similar^ 
without loss of seniority. The 1972 guidelines (Title 29, Labor, 
Ch. XIV, Part 1604,10) further stipulate that childbirth and 
complications of pregnancy are, for employment purposes , temporary' 
disabilities which should be subject to the same policies and benefits 
as any other temporary disabnities. 

Kistler and McDonough (1975a) have observed that emplover 
opDOsition to the guidelines has focused on three major arqunients ' 
(a) the costs of compliance would be prohibitively highs (&) maternity 
leave benefits would be abused, and (c) pregnancy is a voluntary 
condition* The cost factor is clearly the most cHtical of the 
three. A number of cost estiniates have been developed, for particular 
firms as well as broader segments of industry. One major 
company projected that the cost for an 8-week paid maternity 
leave would have amounted to $19 million in 1971-72. a 
unit basis, this would amount to $20 per employee^ or 541 per 
female employee, A Federal Reserve Bank estimated that a 14 to 
16 week leave at 70% of full pay would cost $40 to S50 annually for 
each female employee. That report concluded that the 'introduction 
of paid maternity leave would have a negligible impact on overall 
unit labor costs" (Greenwald, 1973, p. 17). Jn one court case, 
actuarial testimony was Introduced which estimated that a 13-week 
paid maternity leave would cost employers nationwide some $804 
million annually (Kistler & McDonough, ig75b). but some estimates 
run as high as $1.6 billion ("A pregnancy ruling...^" 1976). The 
evidence for these estimates^ however, is problematic. In one of 
the most rigorous econonietrlc analyses of the issue^ using data from 
the state of Wisconsin, Gerner (1974) estimated that paid maternity 
costs: would represent ^ in the aggregate 5 only .06% of wages 

salaries. Clearly^ paid maternity leave would cost employers some 
monevt but the estimates on a per person basis Luggest that the 
additional expense Is less onerous than that which 1s inipli^d by total 
dollar iricreases. Furthermore ^ analyses of costs have failed to 
considt^r potential savings which could result from reduced turnover 



reflecting the rectntness of this controversial issue. A large 
number of respondent firms (3W) said that pregnant emplo^^ees, 
were required to leave their Jobs before th&y reached their sixth 
month of pregnancy. Other responses ranged from a 3-month cut-off 
to no set t line for women to leave ("Most finns limit work of 
e?<pectant mothers s " 1971). 

In Uyleis (1972) case study of 10 firms, none of the companies 
pro\/i4ed disability benefits to pregnant women, Several of the 
firms had begun only recently to offer their female employees maternity 
benefits un^er the health Insurance progranis despite the fact that 
wives of male employees had had such coverage for years. 

More recently, Kistler and McDonough (1975a) sent questionnaires 
to 74 large New Enaland corporations concerning their maternity 
policies. Only 9 firms (121) provided complete information, a fact 
wfiich tNfi investigators felt demonstrated the sensitive nature of the 
matarr^ity leave question. Only three of the respondent firms offered 
disability programs for pregnant women. The maximum length of paid 
leave varied among these three companies froni 6 weeks to i year. 
Each firtii reported that total dlsabnity costs (including other 
disability benefits) ranged from 1% to 5% of gross annual payrolU. 

Recent litigation and legislation are likely to have a dramatic 
impact on the issue of disability payments. The key court case is a 
class action suit of the International Union of Electrical Workers (lUEW) 
on behalf of 43 women Droduction workers aaainst their eniol oyer 
for violatina Title VII in refusing to 1 nclude di sabi n ty due 
*o pSnancf in its insurance program.. The U.S. District Court for the 
Easter-n District of V1 rglnia' ruled that the comDanv's Dfoaram did 
violate Title VH. and the U.S. Court of Appeal s for the Fourth Circuit 
upheld the district court decision In June of 1975. The Supreme Court 
ruled more recently that- employers need not coinpensate for maternity- 
related disabilities on the same basis as other temporary disabilities. 
However this controversial Issue is not settled. The U.S, Senate 
late In 1977 approved legislation protecting the rights of pregnant 
v/or»<ers The measure (S.995) would amend Title VII of the Civil Rights 
Act bi^ specifically prohibiting discrimination on the basis of pregnancy 
or childbirth. The bill is pending in Congress. ^ , . 

In sum, the area of differential employee benefits for male and 
fetnal© employees 1s one marked by contrcjversy and change. In any 
evert as in other areas reviewed, there 1s ejctenslve discussion but 
\^6ry tew facts about what policies and practices are successful in 
recTUIHng/tralning and retaining women in nontradi tiona l jobs. 



IIL FINDiriGS FROM THE PILOT STUDY 



As indicated in the previous chapter, there is a paucity of 
Information regarding managerial stratcsgles and poHcies for women 
in sknied blue-conar jobs * Therefore, new data were collected 
to supplenient the literature review for the purpose of developing 
policy recomendatlons, The findings presenteri in this chapter 
represent the results of a pilot efforfc to learn about the utiliza^ 
tion of wornen in skilled Industrial fieidE in private industry. 



METHODS 



Instiruni e nts, 

Thi'ee questionnaires were developed as the means of collecting information 
on policies affacting skll'led blue-collar women employed by civilian organ- 
izations. Decisions'^ regarding the content for the instruments were based 
on (a) Issues raised in the Itterature; (b) perceived areas of concern to 
Air Force pel ic/ makers^ and (c) consultations with knowledgeable individuals, 
such as Aff irniative Action officials and the Project Officer. 

The three questionnaires were designed for individuals within 
a corporation who were expected to have different perspectives on 
the issue of expanding women's opportunities in skmed "•dustrial 
fields. First, there was an instruimnt for personnel admnistrators. 
This questionnaf re consisted primarily of closed-ended questions 
aimed at learning about the firm's policies and practices with respect 
to women 1n nontrad itiona 1 industrial careers. Additional questions 
dealt with perceptions of the firms' success In attracting and 
retaining women in such fields, and the characteristics of those 

women employees. , . , 

The second Instrument was designed for individuals in management- 
level positions The managers' questionnaire consisted of primarily 
closed-ended Items which focused on the respondents' perceptions 
of barriers to the utilization of women in Industrial career fields, 
the outcoraes of existing policies* and policy Implementation problems. 

The final questionnaire was developed for front-line supervisory 
personnel employed in skilled production areas. Much of the supervisors 
questionnaire overlaps with that for the managers. The supervisors 
questions deal principally with the supervisors' perceptions of the 
outcomes of utilizing women in their specialty areas and barriers to 
such utilization. 

The final version^ of the three instruments is presented in Appendix 

C. 



'As pointed out 1n the Introductiorjj tfie original intent was to collect 
data from 25 corporations. Therefore, the instruments were designed to 
produce information bearing on the question of the effectiveness of various 
managerial polfcles. For example, it would have been possible to examine 
perceived differences in male/female job perfomiance among companies who 
offered women special training opportunities. Since data were conected 
from only thr^e conipanies , such analyses were not possible. Therefore, 
much of the questionnaire content ts less relevant for developing recom- 



Sample 



The thrge questionnaires were admlm'stered to Individuals in 
three large New England firms which employ substantial number's of 
women in skilled Industrial Jobs. These finns were: 

1. A public utility supplying telephont services to the region. 
Throughout New Engl and this company had over 40,000 employees, and in 
1977 did $1,700,000,000 of business- It was considered an ideal site 
for questlonnaipe idmlnistratlon because of its leadership In promoting 
opportunities for Moitiin in nontradi tional fields, 

2. A llassachusetts-based manufacturing company whicti employs over 
14,000 indiviauals in the manufacture of cameras, film, and polarizing 
filters «nd sunglass lenses. Sales for last year were $950,000,000. 
This cocopiny Is also considered to be advanced in its programs and 
PqIIci'a ; for womer. . 

manufactuping firm with headquarters in Massachusetts and _ 
with brandies and representatives throughout the world. The corporatio 
employs 35,000 persons in the manufacturing of digital computers and 
their components. Sales in 1977 amounted to $1,000,000,000. 



Procedures 



The individuals who cocnpleted the^questionnaires were selected by 
the Halson persoii appolnted'by the firm, who in all cases was an 
individual from the personnel department. It was necessary to allow 
the firtns the discrat.lon to select participants so that work flow 
interruptions would be minimized. Random or systematic sampling was 
considered unfeasible, given the constraints of the work situation 
and the need to maintain the firm's active cooperntion. The liaison 
person was aware cf the selection criteria and, in most cases.made 
efforts to inclulfi the sample Individuals with different backgrounds 

and experiences , . . j. 4.u 

The Questionnaires were self-administered to participants rather 
than presented orally in interview fashion. The public utility firm 
questionnaires were individually administered, while in the other two 
firms, the instrimients were completed in group settings. An Individual 
from the project teain was always present during these adininistrations 
to answer questions and to discuss the questionnaire withthe participant 
The data were collected during the summer of 1977. 



RESULTS 



Data v»/ere coHected from 50 supervisorsi 11 managers, and 3 
personnel administrators in the three firms, All of the managirs and 
74S of the supervisors CN^37) were males. The two groups were* dri the 
average, about the same age: 37,4 for the supervisors and 38.9 for 
the managers* All of the managers and 761 of the supervisors were 
married. Almost all of the managers hjid at least some college 
education and many had graduate degrees* A ntajorlty of supervisors 
also had at least some collige education. Managers had been with their 
firms an average of 11 ^9 years with that organi latlon* 

A large majority of both groups believed that the number of 
women in skilled blue-collar fields in their coj^panies was increasing, 
but more people characterizid the Increase as "slight" rather than 
''rapid,'' When asked what effects, if any, the increasing number 
of women had had on various aspects of the organization^ both groups 
of respondents most often replied that 1t had either no effect or 
a beneficial effect, as shown in Table 3. Foir ixample, 681 of the 
supervisors and 94% of the managers felt that the increasing number 
of women had either a positive or no effect on male employees* morale. 
Eighty-nine percent of the supervisors and 95^ of the managers per- 
ceived either a positive or no effect on productivity, and comparable 
resuUs were obtained for questions concerning profits, turnover, 
and absenteeism. About half of the respondents (481 of the supervisors 
and 554 of the managers) felt that the Increasing utilization of 
women In blue-collar jobs in their firms had positive effects on 
the attitudes of managers and supervisors toward women in nontradi- 
tional rolea. These findings are important 1n view of the potential 
apprehension that the usfc of wmen in "men's Jobs" could have a 
detrimental impact on efficiency, producttvltj, organizational cl Imate 
and the like. The majority of supervisors (84K) and managers (86%) 
felt that there was an extensive or considerable amount of visable 
fnanagement support in their firm for hiring^ training, and promoting 
women 1n skilled blue-collar fields. 

The questions relating to the training of men and women for 
skilled blue-collar Jobs elicited a wide range of opinions among 
both the supervi sors and managers. The majority of supervisory (63%) 
and managerial (62*) respondents thought that the existing training 
programs In their firms were good for both men and women In providing 
the necessary skills and also in retaining employees throughout the 
training period. When asked how training affected the Individuars 
self-confidence, a large percentage of supervisors (45S) and managers 
(52%) though that training was equally good for employees of both 
sexes. However, a sizeable number of supervisors (25^,^ compared with 
lOS of the managers) felt that their training programs were better at 
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The next section of the questionnaire dealt with the respondents' 
perceptions of obstacles which liiDlt the participation of women 
in skilled blue=collar jobs in their firms. The results for the 13 

obstacles listed are shown in Table 4, separately by group. Very 
often, the managers and supervisors had different views about these 
obstacles, but both groups agreed that the main difficulty was tha^ 
unavailability of women with prerequisite skills and training. Both 
groups also felt that women's lack of interest in industrial fields 
was another major reason limiting their utilization. At the other 
extreme, neither group felt that physical plant limitations (such 
as the absence of women's rest rooms) posed a serious problem. The 
supervisors to a greater degree than the managers, perceived that 
women's physical -1 imitations and their limitations in aptitudes 
relevant to skilled blue-conar jobs were important barriers to 
increased utilization. This difference may reflect the supervisor's 
greater on-the-job experience with women, but it may also reflect a 
higher degree of prejudice. 

In another matrix- type question, respondents were asked their 
opinions about male-female differences on a number of job-rftlated 
attributes. The results are shown in Table ^» separately for 
supervisory and managerial participants. For most of the listed 
attributes, the majority of both groups felt that male and female 
employees are about equal. More than 50% of the respondents 
perceive the sexes to be equal with respect to attendance, punctuality, 
ability to get along with cov/orkersi cooperati veness, attitude 
toward their work, productivity, accident rates, work quality, 
advancement potential , dependability and winingness to accept 
supervision. In some areas, male employees were perceived to be 
better than women employees by a substantial number of respondents, 
particularly the supervisors. More than a third of the supervisors felt 
men employees were superior to women employees in terms of willingness to 
work overtime, ability to get alonq with coworkers, productivity, advanceme 
potential, and non-quit rates. Only v;ith regard to overtime acceptance did 
more than a third of the managers perceive men to be better than women. In 
fact, more than a third of the managers felt that women^surpassed men in 
their willingness to accept supervision. On the whole, then, supervisors 
appeared to be somewhat more skeptical of the Job-related characteristics 
of women than did managers, but both groups exhibited a reasonably high 
degree of confidence that the sexes could perform equally in most 

areas. . 

The remaining areas covered on the questionnaire were different 
for the supervisors and managers. Supervisors were asked a number 
of questions concerning their own behaviors and perferences with male 
and female workers. Question 6 asked supervisors 1f they make allowances 
for a female that they would not make for a male under their supervision. 
The majority (521) felt they made a few allowances. When asked about 
taking disciplinary action, most supervisors (84%) felt that they would 
be no more reluctant to take disciplinary action against a woman than 
a man, though 16 percent thought they would be somewhat more reluctant. 
Another auestion dealt with the supervisors' perceptions of men versus 



TABLE 4 

Percentage of Respondents Perceiving an Obstacle to be Moderately 
or Extremely Important in Limiting Women's Participation in 

Skilled Blue-'Conar Jobs 

Supervisors Managers 

(N-50) (N-22) 

a. Women's general lack of 67% 73% 
interest in industrial fields 

b. Nonavailability of women \^/ith 75 86 
prerequisite skills and 

training 

c. Difficulties with male workers 51 32 
accepting female coworkers 

d. Lack of corniiitnient of top^ 57 23 
level management to the 

utilization of wornen 

e. Lack of commitnient of front- 56 55 
line supervisors to the 

utilization of women 

f. Problens with the quality of 40 38 
work and productivity of 

female workers 

g. Excessive absenteeisni, turnover 32 32 
and/or tardiness of female 

wor kers 



h. Physical limitations of women 

1. limitations of female applicants' 
aptitudes in such areas as^ 
mechanical reasoning, spatial 
visualization, and mathematical 
probl en-solving 



44 33 

47 10 
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TABLE 4 (Continued) 

Percentage of Respondents Perceiving an Obstacle to be Moderately 
or Extreniely Important In Limiting Women's Participation In 
Skilled Blue-Collar Jobs 



Supervisors 



j. Union-related difficulties 

k. Declining economic conditions 

1. Physical plant limitations 
(absence of women's rest 
rooms, etc.) 

m. Difficulties arising from the 
need to transfer vwrkers to 
other geographic areas 



28 

11 



36 



Managers 
(N^22) 
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23 

0 
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TABLE 5 (Continuecl) 
Perceptions of Sex Differ-ences on Job-Related Attrlbutis 



Suparylsors Hanageri 

Males Sexes Females Males Sexes Females 
Siiperlof Iquai gupefior Superior' Eguaj Superior 

J. AMI! ty or skill 

potential for 33 54 10 23 59 14 

advancement 

k. Non-quit rates 36 36 9 29 38 14 

(teriure) 

1. ReHabnity 17 72 $ 9 73 9 

dependabil'lty 

Ri. Willingness to 12 S7 29 S 50 36 

accept supervision 

n. Non-d1sm1is«l rates 9 46 13 10 57 5 



*Percentagts my mt &M to 1001^ because of the "don't know" option. 
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The majority (611) felt that women progress equally rapidly as rnen. 
While 281 filt that women progress more slowly than inen, 11% 
felt that women progress more rapidly. A sizable number of 
supervisory respondents (34S) said they thought that men were easier 
to supervise than women but 40% said sex made no difference 
and another 18% found womfin easier to supervise. Most' 
supervisors either had no preference about the sex of their workers 
{BB%) or explicitly preferred a mixed g oup (30%). About a third of 
the superyisory sample (31,91) felt that men are more effective than 
women as supervisors in their career fieJd, but over 601 of 
the respondents perceived the sexes to be equally effective. Very 
few of the supervisors admitted having an unfavorable attitude 
toward the utilization of women in blue-conar Jobs (8^). Most 
respondents said they were either favorable (78%) or neutral (14%). 
Finally, two questions on the supervisors' form asked about percep- 
tions of men's and women's behavior vis-a-vis opposite sex co-workers. 
Many supervisors (30%) thought that men treated their female peers the 
way they would treat any other co-v^orker, and an even larger number 
(42%) thought their men were actively friendly and enjoyed mixed-sex 
groups. Only 20% perceived that men were unfriendly to female 
peers. The overwhelming majority (88%) found women to be friendly 
with the men with whom they worked. In sum, most supervisors appear to 
have had fairly positive experiences with female employees and to feel 
positively about the use of women in their fields. 

Managers were asked a separate series of questions concerning the 
policies relating to the use of women in their firms. The results 
of the responses to question 10 on the managers questionnaire are 
shown in Table 6 . It should be kept in mind that these figures are 
based on a very small number of cases (N«20 or 21, depending on the 
subquestionj. However, one impression which emerges from the table 
1s that there are very different perceptions of their firms' success 
1n Implementing the various policies. Only three firms are represented, 
yet widely divergent opinions were offered concerning information which 
is probably available in company records. This suggests a possible lack 
of familiarity with their company's affirmative action goals and the 
current status of those goals vis-a-vis successful Implementation. 
Looking at the actual responses, It would appear that., according to the 
managers, very modest success has been achieved. App.-ritly, delays 
in the successful Implementation of various policies, ^^4rt1cu^arly 
with respect to recruitment of women for skilled blue-collar jobs, 
are cormon. In another policy-related question, managers were asked 
whether managers and supervisors in their firms were evaluated at 
all on the basis of their performance in meeting objectives for 
hiring/training women 1n Industrial areas. A third of the sampled, 
said "yes, routinely," whfTe; an additional 401 said "yes, in 
many cases," ' . ,,ae nh+ainpd 

Some information about actual oolicies in the g-^fti^ff,^^ 
from the Personnel Administrator s ' questionnaire. Each tirm naa 
Issued a policy statement affirming its commitment to the advancement 
and utilization of women. The companies used a multiplicity of means 
to communicate this policy to employees: all three firms posted notices, 



TABLE 6 



Managers* Perceptions of 
With Specific Policies 



ON 

SCHEDULE 

a. Recruiting women 5S 
applicants for 

sknied Industrial 
' jobs 

b. Modifying/updating 10% 
selection procedures 

c* Modifying/updating 101 
procedures for 
validating selection 
criteria 

d. Modifying/updating 20% 
Job descriptions 

a* Training woman for 10% 
skilled industrial 
Jobs 

Preparing staff for 24% 

the utilization of 

wofnen 

g. Promoting women in 24% 
skilled jobs to the 
supervisory level 



heir Firms * Success 
elevant to Women 
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included the statement in employee handbooks and discitn';ed the pnii-y 
in special workshops with managers and supervisors. 

One of the three firms did not find special recruitment efforts 
necessary to attract women into nontradi tional biue-coriar Jobs, 
but the other two firms replied primarily on internal recruitment. 
There was no consensus among the three personnel administrators 
concerning the most effective methods of recruiting women. Word-of- 
mouth referrals, internal publicity to female employees, and tours of 
the work environment were cited as strategies for recruiting women. 

The firms from whom data were obtained relied primarily on 
informal selection and placement procedures rather than on formal 
screening tests. In two of the three firms, personnel interviewers 
receive exnlicit training concerning sex bias and sex discrimination. 
In all three firms there was a special equal employment opportumty 
coordinator. One firm also offered special assistance to prepare 
women for entry into predominantly male work crews. The special 
program included counseling tours, and "career exposures." However, 
all three companies said they organized special meetings or seminars 
with managers and front-line supervisors to discuss the utilization 
of women in nontradi tional 'bs or to sensitize them tothe problems 
of women in nontraditional ,,k situations. . 

Training for skilled blue-collar jobs was available in the three 
firms. On-the-iob training was the mode of training used in all _ 
cases. None of the firms had an upper age limit for entering training, 
When asked about reasons for dropping out of training, two of the 
three personnel officers thought that pregnancy and the physical 
demands of the work were more likely to be reasons for women than 
men dropping out. 

. With regard to pregnancy-related policies, two of the three _ 
companies required neither prenatal nor postnatal leave. The third 
firm requires their pregnant employees to leave in their eighth month 
and to return no sooner than 6 weeks after delivery. All of the 
companies permitted women to return to their jobs, usuallyjf they 
returned within four months of delivery. One of the organizations 
offered an 8 week, 100 percent paid maternity leave. ^ 

Returning finally to the manager's questionnaire, respondents 
wer^ asked why they felt their firm was stepping up its utilization 
of women in blue-collar jobs. As shown In Table 7, the reason mosu 
commonly cited as "extremely important" was the desire to comply with 
legal requirements, but the second most important reason was the 
desire to give women the opportunity to develop a skill and earn good 

wages. , . . ■ 

Both supervisors and managers were asked, in an open-enaea 
question, what they prrceived to be the most positive and negative 
aspects of having viomcn in skilled blue-collar jobs. The majority 
nf the "npafltivp" comments related to difficulties with some male 
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Perceived Importance of Various Reason; r Increasing 
Utilization of Women in Skilled Blue-Collar Jobs 



a. 



D. 



C. 



e. 



f. 

g. 



EXTREMELY 
IMPORTANT 

Desire to comply 551 
with legal require- 
ments 

Pressure from female 51 
eniployees 

Pressure from external — 
agencies or groups, 
such as women's groups, 
tducatlonal institutions, 
etc. 

Concern with th&-\po£. ■ 23% 
bliity of a class-ac n 
suit 

Desire to give v/omen a 27- 
chance to develop a 
skill and/ or earn good 
wages 

Shortage of personnel in S% 
skilled areas 



Desire to remedy previous 
discrimination 



MODERATELY 
IMPORTANT 

18% 



27% 



18% 



46% 



23% 
18% 



SLIGHTLY 
IMPORTANT 
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451 



18% 



41% 

55% 



NOT 

IMPORTANT 

51' 



9% 



36% 



14% 



9% 



32% 
14% 
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helped to change the attitudes of men and broke down sex-role stereo- 
types; provided a more natursl environment in terns of the sex 
composition^ resulting In a healthy atmosphere; generated considerable 
enthusiasm on the part of women; offered women the opportunity to 
achieve their potential; and Improyed In general the quality of work 
life. 

Finally 5 the last question on the managers' and supervisors 
questionnaire asked respondents ''Can you offer any recormendations to 
the Air Force concerning policies for the utilization of women In 
blue-collar careers?" A large number of respondents encouraged 
the Air Force to do careful planning and preparation before bringing 
women into nontradi tional jobs in larqe numbers. As one respondent 
put It, "Be careful, pave the way well," Several people mentioned the 
need for an orientation or awareness program to introduce the program 
to males and to Involve them In the planning. It was stressed by 
several that problems and goals should be shared with the entire 
community to be affectyd. Special orientation for women was also 
suggested, and it was r>;^comiended that women always be brought In In 
pairs or groups, and not alone. These suggestions all focus on 
ways of handling problems with Interpersonal relations and self- 
perceptions which, according to these respondents' replies to another 
open-ended question, conntitute the most negative aspects of hiring 
women for nontradi tional blue-collar jobs. 

Another class of recomrendations focused on recruiting and training 
Many respondents felt it would be beneficial for the A1r Force to start 
recruiting or interesting young women In such jobs at a very early age^ 
such as the junior or senior high school level. Some felt that the 
Air Force should play a role in enoouraging educational programs to 
Interest women In the trades* A number of respondents mentioned the 
Importance of developing successful role models as a mechanism for 
recruiting and retaining wcnen in nontradltional fields. It was 
noted by several that successful recruitment would involve aggressive 
recruitment. In the open-ended question on the negative aspects of 
having women in nontradi tional crafts jobs, the low success rate of 
women was often mentioned; subsequently, suggestions were made to be 
careful about selecting women with a reasonable chance of success. 
The need for extensive, hands-on training was emphasized by both 
managers and supervisors* 

Another broad category of recormendations concerned the overall 
approach to Increasing the utilization of women. Numerous respondents 
strongly urged the A1r Force to "treat men and women as equals," This 
advice was often given by those who were concerned with providing equal 
opportunity for womenj but equally often by those who felt that men 
should not be treated unfairly betause of goals and quotas. Several 



women's self-esteem might be undennined by feeling they were selected 
or promoted only because they are women. As one respondent said, 
"Don't be overdramatic about women's policies." 



DlfiCUSSION 



On the whole, it would appear from an examination of the personnel 
administrator's data that the three firms who participated in the 
pilot study were fairly forward-looking in their policies designed 
to expand women's roles. It seems clear that considerable corporate 
attentiofi had been paid to this problem 1n all three cases* 

Information obtained from the managers and supervisors suggests 
that the reactions to women in nontradi tional bl ue-col lar Jobs have 
been mixed, but the attitudes and perceptions of the sample were pre- 
dominantly favorable* As a groups managers tended to have somewhat 
more positive opinions of women's capabilities and ultimate role 
integration, but the majority of supervisors also indicated favorable 
reactions. Both groups felt that men were superior to women with 
respect to several job-related characteristics ^ but by and ]arc:H, 
women were not seen as particularly weak in any important area. 

It would be desirable to Infer that the generally positive out- 
comes, as perceived by the managers and supervisorv, reflect the 
progress made by the three companies in designing policies aimed at 
facilitating women's participation in nontradltional careers. 
Unfortunately, without other companies as basis for comparison, this 
inference is difficult to support, but it does not seen) tinreasonable. 



IV. RECOMMENDATIONS 



This concluding section presents a series of recomniendations 
for policies and practices which should facilitate the recrultoient, 
training, retention and advancement of women In industrial career 
fields in the Air Force, These recommendations are based on a 
consideration of issues raised in the literature review, the 
preliminary data gathered in the pilot testing of the instrumentSi 
and the authors* experiences with issues relating to woi^en workers. 
It should be pointed out that the pollcfes and practices suggested 
here have not been tested in a rigorous way. However, we believe 
that most of these policies should be beneficial, if for no other 
reason than that their 1mpleniintat1on would demonstrate the 
cominTtnient of the Air Force to utilizing women 1n skilled industrial 
fields. 

The recommendations are grouped In six fiiain sections to enhance 
the usefulness of the suggestions: Organizational Audit Recruitment, 
Counseling, Training, Sensitizing and Communications. 



RECRUITriENT 



If the Air Force H committed to expanding the utilization of 
women in nontradi tional roles, fa^r^y aggressive recruitment strategies 
will probably have to be adopted. Recruitment for particular types of 
jobs can be accomplished both externally — that is, attracting new 
recruits into the Air Force -- and internally by attracting women who 
may already be involved in a more traditional career field. For 
skilled industrial jobs, both strategies may well be needed. 

In the pilot study, a number of participants recommended 
concentrating a strong recruitment effort on young women of high 
school or Junior high school age. These young women are at the point 
where they are making a number of decisions about their careers. 
Early Interest in Air Force career fields might encourage them to 
take relevant preparatory courses or to dnvelop in other ways the 
prerequlsitn skills ^or skilled industrlai jobs. 

Although focusing a strong recruitment effort on young women 
Is recommended, it may be easier to attract somewhat older women into 
nontradi tional blue-collar fields. Teenagers are very strongly 
influenced by peer pressure, and there 1s still a considerable 
a:nount of pressure to be "feminine" and to conform to convt^r t lonal 
sex-role standards. The woman in her nilddle or late 20's, on the 
other hand. Is more likely to be secure in her faiiininity and to 
recognue that pursuing a nontradi tional career will not necessarily 
conflict with that femininity. Furthermore, older women arejnore 
Hkely to have had experience with low-paying traditionally female 
jobs and may be more wining to learn about alternatives. Therefore, 
it might be advantageous for the Air Force, given tb- n.v^l ^of in- 
creasing the proportion of v/omen in skilled indn-;- 'ds, to 
raise the age limit for new recruits to at leas* iaps even 
35. It would also be helpful to seek avenues fo ^•izing such 
opportunities to women In their late 20's. ThesK would perhaps 
be somewhat more difficult to reach than high schooi students, but 
one likely source would be community colleges or other institutions 
offering educational opportunities to adults, such as the YWCA or 
post-secondary technical schools. 

In general, recruitment should probably involve showinQ young 
women a range of alternatives and pointing out the advant.^ges of 
nontradi tional careers. In particular, job security and salary 
levels should be emphasized, since these factors have been found to 
play an Important role in women's decisions to pursue a career in 
skilled blue-collar fields. 

For recruiting purposes, a si ide-and-tape or movie presentation 
would probably prove useful, particularly if these media clearly 
showed Women working successfully, along with men, in skilled Indus- 
trial jobs. However, as pointed out by respondents in the pilot survey, 
it is probably wise not to emphasize the nontraditionalness of the 
fields. Women pursuing this type of career are unlikely to want to 
be perceived as pioneers, in contrast perhaps, with those entering 



to be ''sold" a nontr'adi v:ianal carefr on its own merits. Having visual 
presentatf ons with women portrayed as niechanicss electronics experts i- 
and so should hflp iv n^^HTp^t^y thn nontradl tional aspects of these 
jobs , 

It seems L\mr tnat recnjitment personnel should be given 
oxtinslve brelfln^ on training aonc^rning thi Air Force goal to 
utilize women In nontrai^Jtiofkt career fitids. if the recruitment 
personnel do not take the gcci f^eriously* or IF they theiiselves have 
conflicting personal goals^ t-v^n the rtcruitment effort will have 
difficulty 1n succeeding. 



COUNSELING 



An issue related to recruitment is counseling for women already 
enlisted 1n the Air Force- Career counseling is an ongoing Air Force 
program. Military personnel are counseled at specific times and at 
requested tim$ ^ More women may be attracted to skilled industrial 
jobs if they thought the Air Force v/ould assist them 1n making the 
transition to a civilian job 1n their field; therefore^ counselors 
should have specific instructions regarding the counseling of women 
considering nontraditional fields* 

Clearly counselors should never put pressure on women to pursue 
nontraditional careers. There is little chance of a person succeeding 
in a field in which they have no interest or motivation. Also? care 
should be taken to encourage only those women who have a reasonably 
good chance of success in skilled blue-collar work, according to 
prerequisite abilities. Failure Is not only demoralizing for the 
individuals involved, but it may also reinforce negative stereotypes 
about women unable to do ''men's works** thereby making it more difficult 
for other women to succeed in the future. In situations such as this, 
it takes great sensitivity and planning to avoid the ''sel F-fulfilling 
prophecy J- 

In the counseling situation, as In the recruiting situation^ the 
intrinsic rewards and advantages of nontraditional industrial jobs 
should be stressed ^ rather than their nontradltionalness. There is 
no points either, in trying to glamorize the Jobs. The realistic 
drawbacks of these fields should be pointed out e.g., the tiring 
physical nature of the works and or getting one's hands dirty. These 
disadvantages can be described 1n a manner which demonstrates that, 
for many indlviduftlSj the advantages are mor^ important considerations. 

Finally, counselors should also receive trairnng relating to 
Air Force goals and policies vis-a-vis women and should be sensitized 
to issues of sex bias and sex discrimination. In providing encourage- 
ment and support to women to pursue nontraditional careers, counselors 
should be careful to give women the feeding that they are receiving 
encouragenient because they are qugHfied and will probably 
succeed not simply because they are wo^non and will help the Air 
Force statistics concernmg the utnizatlon Qf women In new fields. 



TRAINING 



Successful training is probably more crucial for women entering 
traditionany male ffelds than it is for men* With women in the 
minority in such fields^ it seems Inevitable that a good deal of 
attention will be focused on them, and therefore their successes 
or failures will be more conspicuous than those of man. 

Society is currently undergoing numerous chanat^s with respect 
to sex role socialization^ but the young women of 'noc^^y are unlikely 
to have had the same opportunities as young men to learn basic 
mechanical and electronic information and terminology* This fact 
undoubtedly accounts for least some of the sex differences on 
the Mechanical and Elec ^^^cn^^:s subtests of the ASVAB, Given this 
disadvantage of women^ be extremely useful to offer brief 

pre-tralning instructir.% In .umens to enhance their likelihood of 
successfully COTpletIng 'rr^rwnng* This instruction might be offered 
to those women who are wi tnin an acceptable range on the ASVAB test 
scores* or perhaps to thosa who are just under standard acceptable 
levels. CoTipensatory instruction of this type has f^uccessful ly been 
used by the military in the past in "Project 100, OOOJ' The test 
should probably be readministered after instruction to determine 
the women's ultimate acceptability for training. The Instruction 
should include both intensive classroom-type exposure to the basic 
principles and terminology in mechanics and electronics^ as well as 
sane hands-on exposure. This pre-training Instruction would serve 
the dual purpose of better equipping women for training a'i well as 
helping women decide whether or not to pursue a career in that field. 
It might be useful to use wanen as instructors for such pre-training 
sessions 5 Inasmuch as they would probably function as important role 
models. Such a conpensatory program should established on at 

feast a trial basis in order to evaluate its utility. Specialized 
raining programs were found to be hiqhly successful during the study 
of women In nontraditional jobs in public utility companies (Meyer & 
Lee, 1976), 

In training itself ^ the Air Force should attempt. Insofar as 
possibles to train two or more women together. Only one woman 
entiring training 1n a nontraditional field will have a great deal of 
difficulty in coping with the demands being made upon her and will 
undoubtedly feel socially isolated. 

The women entering traditionally mala fields may need more help 
and moral support from their instructors than do their male counter- 
parts (although 1f pretralning instruction is offered, this may be 
less true). However, the best overall strategy would be to treat 
male and female trainees as equals. If women are given an inordinate 
amount of attention or 1f they are treated more leniently than men, 
It is likely that the women will feel patronized, and the men will 
become resentful , 



One of the most significant problenis 1n utilizing women in non* 
traditional fields appears to be the interpersonal difficulties which 
arise* Sex-role stereotypes and attitudes about wonien's proper 
sphere of activity cannot be changed overnight. Manv men probably 
feel resentful and threatened by wonien's entrance Into ^i^^ls*' tields, 
and may try to resist it. This resistance can take many foraSi but 
whatever the form, 1t can result 1n considerable conflict and ultimate 
failure by the womGn. Thereforei an Important avenue to successful 
utilization of wanen in skilled industrfiii fields is to offer 
sensitization workshops and training to affected males s particularly 
those who play an important role in implementing Air Force policies^ 
such as training instructors, supervisors^ and personnel staff. 
These sessions would focus on making men aware of the Air Force 
policies on women, the rationale for those policiess the rnyths con- 
cei^ning women*s job characteristics^ and the lack of evidence 
concerning the validity of those myths* Those men in key roles im- 
plementing Air Force policies should be shown the importance of their 
roleSi the value of their inputs for handling the policies^ and their 
responsiblli^ ft / inaking the policies work* 

It may aUo prove useful to sensitize workers (both male and femal 
to the need for cooperations discretioni and openness in working 
with opposite sex peiirs, Ultimatelyp th© success of integrating women 
into skilled industrial fields depends on the ability of coworkers 
to be congenial and to accomplish their work. The Air Forces through 
its Human Relations tr&inings has rnade a start on addressing the roles 
of men and women. However, added emphasis for women and men involved 
with nontradi tlorial fields would be of value. 



COMMUNICATION 



Air Force policies and programs concerning women need to be 
made visible through a number of communication channels. Awareness 
programs such as those described constitute one such channel i but 
others also need to be explored. Items in the Air Force newspaper 
are certainly one important medium for comnuni eating to Air Force 
personnel. A separate newsletter specifically for and about women, 
might be useful in keeping women up to date on issues which concern 

them. ij 1 

Conmuni cation should work two ways. The Air Force should also 
develop mechanisms for woraen (and men) to provide feedback concerning 
specific policies and practices and their manner of implenientation. 
As new policies are developed, input should fae sought from those who 
will be directly affected by them. A number of approaches can be used 
to facilitate such contnunication: special surveys, workshops, 
suggestion boxes, and so on. 

One general aspect of coirmuni cation deserves comment. The 
military, like most institutions in our society, uses a considerable 
amount of overtly sexist language. Phrasal such as "manning" (instead 
of staffing), and "man hours" (instead of person hours) and the use of 
the generic "he" do little to convince wosnen that they are rightful 
and important menibers of the Air Force community. The problem may 
seem trivial, but the psychological consequences of sexist language 
may be profound. If the Air' Force wanf:; to assure women that efforts 
to utilize them more broadly and effectively are serious, then the 
elimination of sexist language from botri oral and written conmunica- 
tions should be sought. * People will n-'t be able to change their 
expressions and manner of speech oveVnight. The Air Force is conducting 
a review, in accordance with DepartTOnL of Defense guidance, of all pub- 
lications to eliminate and avoid usmg, whenever possible, masculine or 
feminine gender, third pirson, Singular pronouns when both sexes are involv 
In pa' 'icular, attention should be paid to removing sexist language from 
training, selection aiid recruitment materials. 

I.i" conclusion, it will not be possible or even desirable for the 
Air ;-wrce to isnplement all of the recoiWiendations 1n the near future. 
Changes of the kind implied throughout this report cannot be abrupt, but 
rather must be introduced in a manner consistent with the psychological 
needs of those affected. 



APPENDIXES 



ERIC 



APPENDIX A 
DrBLIOriRAPHY WITH PARTIAL ANNOTATIONS 



AhrofiaU, K,A., S Stewart, C.T. ihr. sNrinlv nf wninrn rfiUMons .huI 
fhcMr utili^rttinn in the Navy, George Washington Univprsity, 
1976. 

A Study of female occupational choice and enlistrnent decisions 
made by women considering military careers. The characteristic 
differences between military and civilian life, the favorable 
economic factors for career women choosing the military^ and 
the increasing choice made by women away from non-traditional 
jobs within the services are covered. 

Acker, J, & Van Houten, D.R, Differential recruitment and control: 
the sex structuring of organizations. Administrative Science 
Quarterly, 1974, 19, 152^163. ' 

A re-exaiTilnatlon of two classic French research studies, in 
terms of the recruiting of women into passive organizational 
roles, and the methods used to controrthem. 

Acting affirmatively to end job bias^. Business Week , January 27, 

A report of current efforts by Job contractors to increase their 
hiring of rninority and female workers, through vigorous re- 
cruiting, 

Agassi, J.B. The quality of women's working life, In L.E, Davis, 
A.B, Cherns & Associates (eds J , The quality of working lif e 
(Vol, I). New York: The Free Press, 1975, 280-298, " " 

A1kin, 0. Problems of maternity. Personnel Managem ent, 1976, 
8, 40. _= 

Particulars of the Employment Protection Act in England, 

Anastasi, A. Differential Psychology: Individual an d Grou p Differ- 
ences in BFhavIo/ (3rd ed/). New York: The Macminan Co, ~ 
1958. ~ 

Anastasi, A, PsychQlogical Testing (3rd edj New York: The 
Macmillan Co/, 1968, 
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Arniknecht, P.A, , Early, J.F, Quits in iiianufac turi ng: A study of 
nhoir causes. Mqntlll^^^^^ 93, (11), 31-37, 

Statistical analyses of voluntary leparations 1n nuinufacturi rig 
industries, as an econonilc indicator^ over ri poriod of timo, 
and between industries, 

Armknecht, P.A. , & Early^ J.F, Manufacturing quit rritos rnvisitod: 
secular change and women's cjuits. Monthly Labor Rev^iDw, 1973, 
96, (12), 56-50. 

Presents the conclusion that the presGnce of women in an 
industry decrpa^es the quit rate. 

Baker j B,K. Hot to succeed in a Journeynian' s world. Manpower, 
1975(Nov J, 7, 39-42. 

Results of a study of women 1n apprenticeship programs in the 
skillecl trades, exaniples of programs designed to increase 
the nuinber of women in such programs, and specific examples 
of pay and working conditions 1n various trades. 

Bane* M,J. Sexual equality (economics department). Across the 
Boa rd , March, 1977, 12-23, 

A discussion of the pursuit of sexual equality in the areas 
of maternity, child care, and housework, Three poss^^ble 
approaches to progress in these areas are (1) to leave the 
responsibility with women as it is now, (2) to transfer 
responsibility to society as a whole, and (3) to equalize 
responsibilities between husbands and wives, A combination 
of (2) and (3) is seen to be the most workable, 

Barnes, W.F,, & Jones, E,B, Manufacturing quit rates revisited: 
A cynical view of women's quit rates, Monthly Labor Review^ 
1973, 96, (12), 53-56, 

A cynical explanation of the reduction of the female worker 
quit rate, 

BartoU K,M. Male versus female leaders: The effect of leader need 
for dofninance on follower satisfaction, Acade my of Management 
Journal , 1974, 17, 225-233. 

Results of a study of a stimulated business game involving 
male and female participants which found greater group 
satisfaction from male group members with a female leader with 
a high need for dominance than vice versa. 
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Bdrnol, & Butterf 1 el d, D.A, Sex effects in evaluating leaders. 

ypMn^^LsJliyBfiL^ 1976, 15, 221-236. 

Subjects of this stud^ were asked to f?vd]udte leadL^rship styles 
from hypothetical case studies in which the sex of the nianager 
was the manipulated variable. Results found that females 
were evaluated more favarably on cansidnratlon bc^havior, find 
males more favorably on structuring behavior. 

Bass, Krusell, J., & Alexander, R.A. Male managers' dttitudes 

toward working women, ^enca^n 3e h i oj^aj Scientist. 1971, 
il, 221-236. " --^-^ - - - - - 

Belli, C. Outlook called good for wonen in business, "lutoni otj^j 
News, August 2, 1976, 9. 

Report of a speech by Martha W* Griffith concerning the 
growth of the women's movement, continuing discriminatory 
practices and the econoniic need for increased employnient for 
women, 

Bennett* G.K. Differential aptitude tests manual. (3rd ed.) New 
York: Psychological Corporation, 1959. 

Bergman, B,R.* & Adelman, L The 1973 report of the President's 
Council of EconoiDlc A^dvisors: The economic role of women, 
American Economic Review , 1973, _68^, 510. 

An examination of factors which prevent the reality of equal 
opportunity for woiDen in the labor force, and of the economic 
and social effects which might result from such equality. 

Bernard, J. Women and the Public Interest, Chicago: Aldine 
Publishing Company, 197'L CodTng is for Chapter 5: *'The 
Jobs of Women" p. 105-135. 

An analysis of the number of women in unions, by year from 
1952-1972, by industry, and by union. Details of women hold- 
ing union office are Included. 

Berquistj V.A. Woinen's participation in labor organizations^ 
Month] Labor Review ^ 1974, 92f (10), 3-9* 

Berwitz, C.J. The Job analy sis approach to affirmative action. 
New York: John Wiley & Sons, 1975." 

A description of an affirmative action program which was 
established with the assistance of the governmenti in the hopes 
that it might serve as a prototype. The system adopted was 
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built upon the USES And lysis Forrrylation and t\w now 
Dlrtjonjr^ of Occupfltjona Worker Traits structure. 

Bifiro, Oradburn* W.M. h rialinsk/» M.D. Spx differGncos in 
p^^rcnptual behavior. Joui'^^L of persona Jjt^ 1968* 26, 1-12. 

Riqnnns^,, W.,], Effect of dpplicant^ ' spx, race, and pnrformanco on 
unip] oycr'5 * perfornidncr rating';; some additional rirulifi(}s, 
Journal of A|>^l \ed Psychol o^j* 1376, 61, B(%84 . 

In this study, white malo students mrp requirod to rato thn 
task porformance of male, female, white and black suhjects, 
The raters clearly distlnquished between high and low per- 
formers, but were biased by the ratees' sex and race. 

Binkin* M., & Bach, S.J. HPJM lOM^BlJjltiQ.' Washington D,C.: 
The Brookings Institution, 1977/ 

An overview of the historical trends and current policies 
regarding wonwn in the military. It delineates the attitudlnal, 
economic, and job-related problems which must be dealt with In 
the successful Integration of women In the armed forces. The 
adjustiient of equitable benefits, education j and possibnity 
for promotion are discussed* The authors also examine the 
problems which the physiological and psychological differences 
between the sexes present to an institution undergoing 
significant change in sex composition. 

Bowman* Worthy, & Greyser, S,A. Are women executives 

people? Harvard Business Review, 1965, 43, 14-16+. 

This article presents statistical results, comments, and 
sample questions of a survey to assist attitudes toward women 
executives and to seek solutions to unequal opportunity for 
women * 

Boyle, B.M. Equal opportunity for women is smart business. 
Harvard Business Review, 1973, May-June. 

Description of a ten-step program for setting up an 
Affirmative Action program. 

Briggs, N, Women apprentices: Renioving the barriers. Manpower , 
1974, 6, (12), 2-11. 

This article sumnarlzes the Women in Wisconsin Apprenticeships 
project. Numbers of women In apprenticeships before and after 
the project are given, and reasons for the exclusion of women 
from such programs are examined. The conclusion lists the 
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accumpilshments of the project, and its rficomnitandat ions . 

of activation and Inhibition in sox differoncns in cognitive 
abilities. PiZ^iS^53lJ^y^M» l^^^* ^-^ 

Brown, CD,, Hefner, H,L., A J^^r%is, C.L, Wonion in thL» rcsnrve 
conipnnonts * What ^re tht^ ro^l limits? r;i*^lisio Ba»rackn, Pa. 
^my War Cul legc!, 1975. 

A historical persp^^ctlyo of women in the rf'servos which 
exaiDinad tht* adininistration ot and requl rpnients for f»nl istment 
in the reserves. Recommendations for more stringent training 
a id now "policies for physical requirements for womtn ar^ made, 

Browru G.D, How type uf empluynipnt effects earnings differences 
by sex. Monthly La bor Review , 1976, 9^* (7), 25-30. 

Presents resuHs of a stuiy of earning differential between 
white men and women In goverment, private, and self -employment, 
Woftiin were found to have tho hlqhest Earnings In government 
eniplDynitnt , and the lowest when scl f-eniployed. The reverse was 
true for men , 

Bulwick* H,C*t S EHekSi S*R, Afrinriatlve action for women: myth 

and reality. Berkeley, Cd.r Institute of Business and Economic 
Research, University of CaHforniap 1972. 

Presents results of a survey of 27 firmb in the San Francisco 
area. Women were found to be seriously underreDresented in 
fnanagement jobs* A majority of the firms were in the process 
of establishing affirmative action programs, but fewer than 
half had specific goals and tinietables. Various aspects of the 
firfiis' policies are described, and cofmnents are made about the 
deficiencies of the policies. 

Burke* R*J. Differences in perception of desired Job characteristics 
of the same sex and the opposite sex. Journal of Genetic 
Psychology . 1966, 109, 37-46, (a). 

This study asked males and females to rank ten job charac- 
teristics for themselves and for the opposite sex. The actual 
ratings were similar for both sexes* but both sexes were 
unable to predict the preferences of their own or the opposite 
sex. 
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Burke* R.J. Dif ferencti^ in pGrcoption of desirod job characteris- 
tics of the opposite sex. Journal of Genetic Psychologyi 1966i 
109, 27^ 37 , (b ) . ^ ' ~ ' " — — 

This Btudy asked males and fomales to rank ten job characteris 
ties for theniselves and for the opposite? sex. The actual rank- 
ings wore similar for both sexes, but males were found to be 
inaccurate in predictifig femalo rankings. 

Butterfield, D.A* , A Powell, G,N, Evaluations of leadership behavior 
Do sex or androgyny matter? Paper presented at American 
Psychological Association Convention, San Francisco^ 1977. 

Results of a study of the evaluation of leadership, broken 
down by the sex of the leader , sex of the eyaluator, aiidrogyny 
of the evaluator, and occupational level of the evaluator/ 
Occupational level was found to be the best predictor, in 
cont.^ast with a previous studyi implying that sex role 
storeotyping may be decreasing. 

Byhami & Spltzer, M.E. The Law and Personnel Testing . 

ATCrican Management Associationi 1971 . ^ — — 

This book examines the practical problems involved in using 
personnel tests for employee selectioni within the context of 
equal employment opportunity laws and court rulings. It 
offers guidelines to executives concerned with the use of 
tests and alternatives in order to comply with affimative 
action requirements , 

Calene, Changing acceptable occupations for military and 

civilian women" The effects of two world wars. Monterey, Ca 
Naval Postgraduate School, 1975. 

The effects of industrialization upon the development of 
woriien's participation in the labor force in the last 100 
years. Historical notes on World Wars I and II supply evidence 
of the dependence upon civilian female employees that the U,S. 
experienced in the first half of this century, Financial 
necessityi the results of education for large numbers of 
WDmeni and the diminishing need for full-time housekeeping 
activities due to technological advances are among the rea- 
sons noted for the contemporary upsurge of women seeking 
paid jobs, 

Carey, G,L. Sex differences in problem-solving performance as a 
function of attitude differences. J ournal of Sodclogy and 
Abnormal Psychology , 1958, 56, 256-60. 



Carismith, L. Effect of early father absence on scholastic 
aptitude. HER, 1964 34, 

Carter's job poUcy: A key role for business* Business Week, 
December U* 1976, 63-64, 

Dt)talU of a national manpower developinont prograni aimed at 
training hardcore unemployed workers for Jobs in the privatt. 
business sector through Incentive programs, 

Cassell, Director, S*M., & Doctors* S,L pi scriinination 

within internal labor markets. Industria l Relat ions, 1975, 
14(3), 337-344, 

Presents data on three forms of discrifninatlon: job level 
at hiring, rate of wage increase, and opportunity for 
advancement* Blue and white-collar efnployees are covered, 
and results are broken down by race and sex, 

Cecil, E.A,, Paul, & 011ns, R,A. Pirceived ifnportance of 

selected variables used to evaluate male and feniale job 
applicants. Personnel Psychology , 1973,26, 397-404. 

Results of a statistical study of variables used to evaluate 
job applicants, showing that females were assumed to be 
applying for a clerical job, and males for a managerial Job. 

Centers, R. & Bugental, D,E. Intrinsic and txtrinslc Job motiva- 
tions aiTicng different segments, of the working population. 
Journal of Applied Psychology , 1966, SOt 193-197. 

This article presents findings that intrinsic job rnotivatlons 
were more valued at higher occupational levels, and vice versa* 
The only sex difference found was that women placed more value 
on "good co-workers*' and men on the opportunity to use their 
skill. 

Central Al 1-Volunteer Task Force: Utilization of mi 11 ta ry women* 
(A raport of increased utilization of military women, FY 1973' 
1977), 1972. 

Changing Patterns. Manpow er, 1974, 6, (12), 12-13, 

An interview of a civilian employed as a journeywoman machinist 
at Robins Air Force Base In Georgia whose previous job exper- 
lenci was 1n traditional fields. She participated In a 4 year 
apprenticeship program registered with the Manpower Administra- 
tion. 
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Citizens' Advisory Council on thn Status of Women. Wonien In 1975. 
Washincjton: CACSW, 1976, 

Clark, W,W, Boys and Girls- are there significant ability ancl 
achievemenL differences? P.D.K., 1959, 41, 73-76. 

Clirus N J\ , HnlmpH, D.S,, A Wnr^npr, O.C. rval liat Ions of thn work 
of men and women as a function of the %gx of the Judge and 
type of work, Journal uf Ajiplied SocjdJ .Psychology* 1977* 
7, 89-^93, 

This experiment asked men and women to evaluate sketches and 
quotations attributed either to men or women. Findings were 
that females gave higher ratings to the quotations of females* 
and males gave higher ratings to those of maless although 
there was very little difference in eyaluation of sketches. 

Cohen* S.L., & Bunker, K.A. Subtle effects of sex-role stereotypes 
on recruiters' hiring decisions. Journal of Applied Psychology, 
1975* 60, 566-572. 

Cohen, S.L.* & Penner, L.A, Underutil ization of women in the military 
work force as a function of sex -role stereotypes, U>S. Army 
Re search Institute for Behavior al and Social Sciences * ifTBT 

A study conducted to determine the attitudes of civilian women 
toward an army career. It was concluded that "the most frequent 
discriminators between subjects with favorable and unfavorable 
reactions to the slides were the items concerning enlistaient 
and general attitudes toward the antiy,'* 

Cohen, M.S, Sex differences in compensation* Journal of Human 
Resources* 197U Fall* 6(4), 434-447, 

Five hypotheses explaining differences between men and women 
were e)caniined: wage discrimination, occupational wage levels, 
job choice and working conditions, fringe benefits, and qua! if i-^ 
cations and productivity of women, 

Cohn* J, Is business meeting the challenge of urban affairs? Harvard 
Business Review , 1970, 48, 68-82, 

Report of a survej of 250 major U.S. firms, to identify the 
types of special hiring and training programs for minority group 
members. The results are presented separately for major types 
of industry* 
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Corfion, J.E. WiHnon in tho annuel furcos: An hibtnriral *^uinnury. 
10. 

A fj«merf]l introduction nf thn history of wnmcn in ttio mi litary, 
bpecificdlly citod are thv legnl conti tral nts which initially 
prnvented tniHstJiient and later thwartt'd the total utili^fltinn of 
female pf»rsonnel in the aniied forces. A discuHSlon of the 
continually ruvlsed letjislation which has 

bvvn tniactod to diininish itiilitary snx cj jscriininii tirin is sijnininr- 
ized. Particular attention is paid to patterns of job 
assifjnmonts froin the second wo?^ld war until the present. 

Cobtrich, N., Feinstein, J., Kidder^ L,, Maracek^ J, h Pascale, L. 
When stereotypes hurt: 3 studies of penalties for sex-role 
reversals. Journal of Experimental Social Psychology, 1975* 11, 

520-530. ' ^ ' - ----- - 

Coye, B., Denby, S. Hooper, C.C,^ & Mullin, K. Is there room for 
women in Navy ManaqaTient: An attitudinal survey. Na val Wa r 
Col lege Reveiw, 1973, 69-87, ~ 

Cutting the red tape of affirmative action. Business W eek, 
SeptGfTiber 13, 1976, 35-36. " " " ^ 

Proposed revisions of the Labor DepartiTient* s Office of 
Federal Contract Compliance Programs, which Include reducing 
the number of companies covered, and establishing uniform 
review procedures. 

D*Apr1x, R.M. Blacksi women and the conscience of a company man. 
Business an d Society Review , 1978, IB, 55-57, 

A personal history of one man's attitudes toward minorities 
and women; their evolution and gradual liberalisation, 

Oarleyi S,A. Biq-time careers for the *little woman,'-: A dual = 
rnle d1 lemma. Journal of Social Issues, 1976, 32, 85«99. 

A discussion of the conflict between the nurturing role of 
motherhood and the achlevOTent oriented role of the career 
woman which attributes women *s apparent lack of achievement 
to social factors. 

Day, & Stogdill^ R,M. Leader behavior of male and female 

supervisors: A comparative study. Personnel Psychology, 1972, 
25, 353.360. — ~ .^JU—^ 

Reports finding that male supervisors who advance rapidly are 
rated as more effective and having more influence, while the 
rate of fetiale advancement is unrelated to effectiveness. 
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Dmuux, K. to orT Is hunianuinq. Hut sex makes a differGricu. 

Roprusafitativo Research in Socia^l Psycfiojogy, 1972, 3» 2Q-?B. 

Ihls article pre?sentn findings that malo perfontianco is 
iittributod to skill, fonale [)erforinance to luck, and that 
[)erfnrnifUicf» of a nidin task is soen as superior to that of a 
filial e task. 

Doaijx^ iJ.L,* A Taynnr, J. Lva luation of male and fernole ability: 

iUas works twn ways. Psychological Reports, 1973, 32, 261-262. 

Dofacto discrimination and hnv/ to kick the habit. (British 
no inagazlno name or date) 

An exafTiination of informal organizational discrimination 
against women in predominantly male fields; such as 
limited access to informal comniunication channels. The 
consequonces of discrimination^ both for women and the 
efiiployer* are discussed and training programs to change male 
attitudes are described. 

Defense Manpower Commlssioni Washingtons D,C, Defense Manpower 
Comnission Staff Studies and Supporting Papersi 1976/ 

Two papers specifically pertinent to discussion of women in 
the military: *'Women 1n the Defense Establ ishinent" and 
"Development and Utili nation of Women in the Department of 
Defense.*' The first paperi authored by Dorothy Battle^ 
provides information on the legal Interpretation and 
logistical problefris of integrating women in combat-related 
MOS's In each branch of the services. The second study 
(Landrumj 1976) presents a surmiarlzed report of policy 
changes regarding women that have evolved in the recent past. 

Dichter, M.S. Employment discrimination: The class action from 
the defendant employer's perspective* Public Ut ilities 
Fortnightly, October 7, 1976, 

Limited usefulness. See Wallace, R*B* & Millenson, D,A, 

Dietz, J* Blue collar women: Up from the steno pool, Boston 
Sunday Globe, March 27, 1977. 64-65, 



Specific examples of women in skilled trades 1n the Boston 
area; their pay rates, and the difficulties of entering such 
fields. 




Diggin, T.E. Upwdrd niobi 1 1ty-TocDiii putn it all toqothur. Public 
PS£?0!inplJl§/iaM^ 1974, 3(3), 230-232. 

Descrfption of a six-part prograiii designed by the Amiy to promote 
upward ntoblHty for lower- level employees. 

Dipboye, R.L,, Arvey* & Terpstra* D,E, Equal Efiiployment 

and the Intprviow. Personnel Journol , 1975, 5^), [i20-524. 

Discu^srs [irotHHiiis of dhandom nc] soloctior] tpsts find usirifj thc^ 
"hiring Interview" as the principal nfethod of selecting new 
employees. Questions the validity of the selection Interview^ 
suggesting that minorities and women may be adversely affected 
by the subjectivity of this approach. 

Dorlingi J, Making a start on training for women* Personnel 
Management , 1975, December , 18-21, 

The Training Services Agency presents suggestions for Improving 
women's training through (1) improving training for present 
women's occupatlonst (2) expanding opportunities to train for 
other occupations* (3) providing special training to enable 
women to compete with men, and (4) assisting In influencing 
women's decisions about employment, 

Einhurn, & Bass, A.R. flethodological considerations relevant 

to discrimination in employment testing. Psychological Bulletin, 
197L 75. 261»269. — ~^™=^_„ 

Ells, S,C. How Polaroid gave women the kind of affirmative action 
program they wanted. Management Revi ew, 1973^ November. 62, 
(11). 11-15. - ^ 

By concentrating on attitudes of women employees as revealed 
through In-house research, Polaroid has developed a meaningful 
afflrrflatlve action programi the Won^n's Action Plan, Two 
slide and tape shows have been produced to acquaint women 
employees with non-traditional job opportunities, 

Ekpo-Ufat^ A. Self-percet ved abilities-relevant In the task: 
a potential predictor of labor turnover In an industrial work 
setting* Personnel Psychology . 1976, 405-416. 

Results of a study of the "workers self-perceptions of abilities 
relevant In the task" (SPART) test on auto assemblers. The 
test was found useful » but not for hiring purposes* 



Lniployers Stop up proyrains to GXpand Jobs for women drid minoritius. 
dji^ Entjj^^ Octobt^r 25» 19/6^ 54* 

A descriptive article on tho effects of chonical/efigi neering 
compdnicMi to expand hiring and promotion opportunities for 
women and minorities. Discusses the various policies and 
procedures adopted by a number of firms, such as awareness 
training Bossion^, sol f-rtwarnriess sossions, managerial 
ovaluation bastH] ofi success witti affirmative action goalSi 
special programs for high school studentSi etc, 

EmployTiient opportunity, how equal can it be? The Coiif erence Board 
Record, September, 1975, 41-46. 

A summary of the fair anployment laws, aiid employers' 
responses to thefii, with a generalized proposal for the 
creation of new selection standards to assist management in 
the effective hiring of minorities, 

Evans, V»M* Unisex Jobs and nontradi tional employiTient, Personnel , 
Nov., Dec, 1975, 52(6), 31-37. 

Suggestions to increase the number of women in nontradi tional 
OTployment through strong management support, communication 
to the work force of the legal obligation of the company, and 
publicity of the jobs themselves, 

Ej'de, L.D, Eliminating barriers to career development of worrien. 

Personnel and Guidance JournaU 1970 (September), 49(1), 24-28. 



Ferber, M,A., & Lowry, H.M, The sex differential in earnings: 
A reappraisal. Industrial and L abor Relations Review, 1976, 
29, 377-387. 

Women are rewarded less in the labor rnarket than men, and 
direct discrifnina tion causes differential behavior between 
men and women that further increases the gap In earnings. 
Discrimination Introduced into the labor market is likely to 
produce effects considerably more far-reaching than the 
initial impact itself. Data used were taken from the LI,S* 
Bureau of the Census publications, 

Finegan, T,A, Participation of married women in the labor force. 
In C.B, Lloyd (ed.). Sex, Discrimination, and the Division 
of Labor . New York: Columbia University Press, 1975, 27-60* 

Firms find few technical workers to fill women quotas. Industry 
Week, February 5, 1973, 180, 56. 
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Fishefs M*J. Pregnancy disability cost at $1,35 bill ion. 
National Underwriter, October 23, 1976, (2), 

Report of the Supreme Court appeal by G*E, of a lower court 
dacision which found the company In violation of Title VII 
in its refuial to pay disability benefits for pregnancy* 6.E. 
cited the eKcesiive costs of such a program as the major 
reason for not providing benefits* 

Fishrrian* J. A. Supplement to College Board Scores » (2), New York: 
CEEB, 1957. ~ 

Flanagan, R,J., Strauss * G** & Ulamni L, Worker discontent and 
work place behavior. Industrial Behavior , 1974, 13* 101-123* 

Job satisfaction issues and measures of Job-behavior are examined 
from an economic point of view- 
Flanders* D*P. & Anderson* P.E, Sex discrimination in employment: 
theory and practice. Industrial and Labor Relations RavleW a 
1973, 26, 938-955* 

This study shows the big three arguments against equal ernploy- 
ment-men's and women's work, their traits /and their nonwage 
costs- were little differentiated by the data, although inter- 
view responses Indicated firms either believed or rationalized 
woman's traits as the major differential factor, 

Follett, G*L*, & Colp T.C, Lady soldiers in the 1970's, 1974. 

The recruitment and training problen^ concemtng women 
encountered by the U*S* Arnor reserves and the National Guard, 
The adoption of a program. Civilian Acquired Skill (CAS), 
which reduced the initial training period from eight to two 
weeks, has proved worthwhile 1n the recruitment of highly 
qualified ferales employed in the civilian sector^ 

Fottliri M*D* & Schalleri F,W* Overtime acceptance among blue- 
collar workers. Industrial Relations , 1975, 14(3), 327-336* 

It appears that an employee's personal and job characterislstics 
are more influential as determinants of over*time acceptance 
than are work values. Women, unmarried, olderi low wage and 
high wage employees consistently refuse overtime. Both 
the income effect and the substitution effect dominate the 
sppply of overtime hours at different points as wage rates 
rise. 



Frazier, N., & Sadheri M, Sexism in school and society * New York: 
Harper and Row* 1973. 



Frlngs^ C,L, The effect of the equal rights amendment on women in 
the military. Speech 1n Dacowits 1972 Fall meetlngi November 
12-16^ 1972s Colorado Springs^ Colorado, 

Fuchs, E.F.j & Hartner, C.H, A survey of women's aptitudes foir 
Army jobs. Personnel Psychology ^ r^63p 16, 151-155. 

Results of tests administered to high school seniors which 
sought to discover percentages of females with aptitude for 
various Army jobs. The number of females with qualifying 
scores on the electronic and motor areas was smaller than 
the number of qualifying males, but still significant. 

Fuchs I V.R. Women's earnings-recent trends and long-run 
prospects. Monthly Ubor Reviei^ , 1974, 97(5), 23-26, 

A view that the earning differential between women and men 
IS a clue to the social process of role differentiation which 
begins in childhood and affects all phases of labor force 
attachment* 

Funer, C,H. The role of women in the Navy' A study of attitudes 
and scale development. Nav y Personnel Research and Develop- 
ment Lab , 

Garron, D.C. Sex-Hnked, recessive inheritance of spatial and 

numerical abilities^ and Turner's syndrome. Psychology Review. 
1970, 21, 147-152, ^ ' 

Gaskells H. Explaining the aspirations of working class girls. 
Paper presented at the AERA annual meeting, Washington/ 1975. 

Gates s M*J* Occupational segregation and the law. Signs , 
1976, U 61-^74. 

An article which reviews both the laws which have contributed 
directly and indirectly to occupational segregationt and those 
which have been passed as remedial measures* Sp^^cific cases 
and decisions are cited, 

leneral Electric, Maternity pay ruHnq may boost firn^s' insurance r 
Industry i^fiftif, April 22, 1974, 181, 24^26. 



Report of a Federal District Court decision on a class action 
suit brought against G,E. on the grounds of sex discrimination 
1n its denial to pay disability benefits for pregnancy, 
contention that the condition was voluntary and the price 
excessive were dismissed. 
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Georgine calls on bulldinq trades to recruit women for craft jobs. 
AFL-CIO News. 2i(21): 3, 1977, May 28. 

A letter outliniing the need for sound affirmative action 
measures, as exemplified by successful apprenticeship Outreach 
programs. Positive steps to admit more women should include 
cormunity publicity, school publicity and developing relationships 
with state and local women's organizations, 

Gerner, J* Wisconsin raternlty leave and fringe benefits: policies^ 
practices and problems. Final Report to the U.S. Dept. of 
Labor, 1974. 

An economic analysis of the EEOC guideline requiring that 
maternity leave be treated as a temporary dlsabllityi which 
estimates the possible cost to employers In the state of 
Wisconsin, examines the economic response to this cost and 
the implications of this costp both specifically and as an 
example of fringe benefits In general, 

Geselli A. et al. The first five ye ars of life. New York: 
Harper, 1940. 

Glansteln, P., & Gable, R.K* Sex differences in career development* 
Paper presented at AERA annual meeting^ San Francisco, 
April 1976. 

Goldberg, P. Are women prejudiced against women? Transaction ^ 
1968, 5, 28*30. 

Goldman, N. The changing role of women In the Armed Forces, 
American Journai of Sociology, 1973, 78(4), 130-149. 
In J, Huber (edj. Changing Women in a Changing Society . 

Graf, R.G,, & Riddell, J.C. Sex differences in problem-solving 
as a function of problem context. Journal of Edu cational 
Research , 1972, 65, 451-452. — — _ — 

Qrauer, R,T. An automated approach to affirmative action 
Personnel p 1976 (September), §3, 37-44. 

Description of a computer- based system for job applicant 
information storage and retrieval to assist in filing 
affirmative action reports. 

Greenwald, C. Maternity leave policy. New England Econ omic 
Review, 1973 (January), 13-^18. 



Gregory, C,W. Women in defense work during World War II: An 

analysis of the labor problem and wofnen's rights* New York: 
Exposition Press, 1974* 

Gross, B. Sex discrimination in employment. In New York Univ. 
proceedings of the 24th annual conference on labor^ 
Institute of Labor Relations, New York City, July 1-3, 1971, 
313-329. 

A discussion of reasons why women work, the problems of their 
liniited job opportunities and the waste of their resources 
resulting from underutilization. Also covers the effect 
negative attitudes of ©nployers and unions have. The effort 
of government in Affirmative Action programs to eliminate 
discrimination 1s cited. 

Gross, E, Plus ca change*,.? The sexual structure of occupations 
over time. Social ProblemSi 1968, 26, 198-208, 

An examination of male and fanale participation In various 
occupations from 1910 to I960, with findings that many jobs 
either ranain segregated or become female jobSi and integra- 
tion takes place only when men enter traditional female Jobs* 

Grossman^ A,S. Women in the labor force: the early years. 
Monthly Labor Review , 1975 (Nov J, 38, 3-9. 

Part of reprint "Women in the Labor Force.*' 

Guetzkow, An analysis of the operation of sex in problem- 
solving behavior* Journal of Genetic Psychology , 1951, 4^, 
219-44, 

Gurin P , & Gaylord, C. Educational and occupational goals of 
men and women at black colleges. Monthly Labor Review, 
1976, 99(7), 10-16, 

Results of two studies which found that black women choose 
more conventional, less challenging career goals thant black 
men, 

Hagen, R,, & Kahn, A. Discrimination against competent wmen. 
Journal of Applied Social Psychology . 1975, i, 362-376, 

Factorial analysis of the independent variables of the sex 
of subject, type of Interaction, sex of other and competency 
of other in a simulated work situation. It was found that ^ 
hien only liked a competent v.'ornan when they were neither work- 
ing with or against her. 



102 liQ 



Hamner» W.Cs Kim, Jay, Bairdj L., & Bigonessp W.J, 
Race and sex as deterfnlnants of ratings by potantlal 
employers in a slrnulated work-sampling task. Journal of 
Applied Psychology , 1974, 59(6), 705-^711. 

Forale applicants rated higher than male for a male -dominated 
unskilled task. 

Hardesty* R. The changing American workforce, American Federation- 
ist, 1972 (Nov.), 79^ 14-^19. 



Discusses findings of the 1970 census concerning enplo^ent. 

Harmons Lenorei W, Anatomy of career camnitment in women. Journal 
of Counseling Psychology , 1970, 17(1), 77-^80. 

Longitudinal study comparing 94 career committed and 75 non- 
cofmitted women, showing that such commitment takes place 
after age 18. 

Harmon, L,W. The childhood and adolescent career plans of college 
women- Journal of Vocational Behavior , 1971, j^^ 45-46. 

Harris, E. In the mannsr of Rosie the Riveter* Manpower, 1975 
(Nov.), 7, 26-29. 

Descriptions of various training programs for women offered 
through the Manpower Administration, 1) Work Incentive 
Program (WIN) for welfare recipients, which seeks to 
convince anployers to eliminate sex bias, and to Instill 
confidence In women participants, 2) On-the-job training (OJT), 
3) Minority Women Employment Program^ 4) Outreach program, 
5) Research studies, 6) CETA, 7) Job Corps. 

Hartnan, H* Capitalism, patriarchy and job segregation by sex 
Signs , 1967, h 137-169. 

An historical view of the division of labor by sex, covering 
diffartng anthropological schools of thought on the origins 
of the patrlarchical society and the emergence of the capital- 
istic systOT, The interaction of these has resulted 1n the 
sexual division of labor and male dominance, 

Havlnghurst, R.J., & Breese, F. Relation between ability and 
social status in a midwestern coimiunlty. Journal of 
Educat ional Psychology ^ 1947, 38, 241-247. ~ ' 




Hayghe* Families and the rise of working wives - an overview. 
Monthly Labor Review , 1976t |9» 12-19. 

An analysis of data on multi-worker famnies from 1950 to 1975* 
broken down by race, age of children^ occupation, and Income* 

Healy, R., & Lund, D, Chapter 622: One state's mandate, 
Inequal ity in Education ^ 197: 36-46, 

An article of Chapter 622, Massachusetts' legislation which 
outlaws sex discrimination in the schools. History, 
consequinces, and responses are covered, with particular 
attention to the potential impact for females in vocational 
schools. 

Hedges, J.N. Women workers and manpower dOTands in the 1970's. 
, . Monthly Labor Review , 1970 (June), £3, 19-29, 

An article outlining the present concentration of women in 
certain occupations, and characteristics of women in the 
labor force. The future prospects of professional occupations 
for women in traditional and nontradltional fields are 
discussed, along with specific skilled trades suitable for 
women. 

Hedges, J.N. Absence from work* A look at some national data* 
Monthly Labor RevieW i 1973,, 96(7), 24-30. 

Data on unscheduled absences obtained from the Current 
Population Survey, analyzed by industr^^p occupation, and 
worker characteristics. 

Hedges, J.N,, & Bemls, S,E. Sex stereotyping: its decline in 
skilled trades. Monthly Labor Review ^ 1974, 97^(5), 14-21. 

A consent decree signed in January 1973 by ATftT signalled the 
arrival of ©nploj^ent discrimination on the basis of sex as 
a matter of concern equal to enploj^ent dlicrimination on the 
basis of race. The decade of growth, educational gap narrows, 
the women in skilled occupations, the rebirth of the feminist 
movenenti and women's future are discussed by the author. 

Herman, D.D. More career opportunities for women: whose respon- 
sibility? Personnel JournaU 1974, 53, 414-417. 

A discussion of, primarfly, sex-role stereotyping and 
occupational segregation. Mentions some steps which 
companies can take to advance women. 
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Herzberg^ F. ^ & Lepkin, A study of sex differences on the PhW 
test. Educational and Psychological WeasurOTent ^ 1954, 14, 

687-689^ ~ 

Herzbergp F. , Mausner, B., & SRyderman» The Motivati on to Uork . 
New York: Wiley & Sons, 1959- 

HigginSi J,H. A rnanager's guide to the equal opportunity laws. 
Personnel Jcurnal , 1976 (August), 55, 406-412. 

Higgfns, J*M, The complicated process of establishing goals for 

equal mployment. Personnel Journal » 1975 (Dec J, 54, 631-636. 

Offers a st€p-by-stip guide to ful filling EEC requirements for 
utilization analysis and OTployment goal -setting for minorities 
and females . 

Hllaael, T.M, A three^step plan for implOTentlng an affirmative 

action program. Personnel Administrator , 1976 (July), 21, 35-39. 

Broad guldslinas for setting up or reviewing an affirmative 
action programs frorn the astabllshment of organizational 
responsibility* to the conduct of an audit of affeeted 
personnel and a review of payment and promotion, salectioni 
rTCruiting, testing, and placment procedures^ leading to 
the implernintatlon of policy^ 

Hobson, J*R, Se^ differences in PMA's. Journal of Educational 
Research , 1947, 41, 126-132, 

Hogan* P, A woman Is not a girl and other lessons In corporate 
speech. Business and Society Review, 1975s Hi 34-38, 

An article giving ijomples of sex-bias toward female 
enployees as expressed 1n male speech patterns. Excerpts 
froiTi the McGraw-Hin Guidelines for Tire afri ent of the Sexes 
present alternative non-sexist word choices. 

Hollander^ J* A step-by-step guide to corporate affirmative action. 
Business and Society Review. 1975, l^, 67-73, 

A detailed ten-point program to assist anployers In setting 
□p an effective and workable affirmative action program* 
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Holley, & Fields H.S, Equal OTplo^ment opportunity and its 

implications for personnel practices* Labor Law Journal , 1976» 
27, 278-286, 

Olscusses a number of personnel practices (recrui tonent, pro- 
motlorii training, discharge, etc*) in 'erms of current Inter- 
pretation of equal employment opportunity laws* The article 
reviews relevant court decisions on which these interpretations 
are based. 

Horner, Fall: Bright women. Psychology Today , 1969, 3(6), 
45-56, 

Isambert-Jafnatl, V* Absenteeism airono women workers in industry* 
Intgrna tiQnal Labour Review , ^(2), 1962, 248-261, 

A detailed study of frequency of ©nployee absenteeism, with 
table niustrating correlation by age, sex, occupational 
category and family status. It was found that women had a 
higher rate of absenteeism, but that the rate decreased as 
training and responsibility increased. 

Jacobson, C.J, Women workers: Profile of a growing force. 
AmericaFi Fed, 1974 (July), 9-15. 

Jusenlus* CL^s & Sandell, S*H, Barriers to entry and re-entry 
Into the labor force. Paper presented at the Workshop on 
Research Needtd to Improve the Employment and Employability 
of Women, June 1974. 

A review of the literature on women's participation in the 
labor force* with findings that the barriers to anployment 
of women on the demand side have received less attention than 
those on the supply side. Areas for further research are 
covered • 

Kaley, M.M, Attitudes toward the dual role of the married profes- 
sional woman. American Psychologist , 3(26), 301-307. 



Kane, R.D. , Frazee, P.* It Dati A study of the factors Influencing 
the participation of women In nontradi tional Qccupatlon in 
post-secondary area vocational training schools • Final Report 
to the Office of Education* 1976- 

A comparative study of nontradi tional, inlxed^ and traditional 
students. Nontradi tional students were foufid to be older, 
more urban and were Influenced in their occupational choice by 
post-secondary men teachers rather than by career education 
prc^rams. They felt unprepared by their high school education 
for their training, prifflarily through the lack of sctence and 
math courses. The women who experienced inost problems In 
training were in their twenties, and in classes with the 
fewest worien. Motivating factors for non- traditional career 
choice were interest and ability rather than aarnings, 

Kantor, J.E. Research on utilization of women in the Air Force, 

A discussion of research conducted by the Air Force to 
determine aptitude and suitabnity of women to nontradi ttonal 
assignments in this branch of the military. Specific areas 
of concern include the screening, selections and assignment 
procedires* applicable to both sexes, and the determination 
of factors which affect training and job performance, 

Kiesler, S*B. Actuarial prejudice toward women and its implications. 
Journal of Applied Social Psychology , 1975, 5^ 201-216, 

Kilbridgei M.D. Turnover, absence and transfer rates as indicators 
of employee dissatisfaction with repetitlye work. Industrial 
and Labor Relation Review , 21-32. 

A study of turnover, absence and transfer rates in tv/o companies 
with the data classified by type of work and sex of worker. 
The repetitiveness of work was found to be less significant 
a factor than sex, age, and job conditions as an indicator of 
employee dissatisfaction, 

Klnzer, N.S, Historical and cross-cultural perspectives on women 

in combat, Arlington, Va,, U,S, Army Research Institute, 1976. 

An examination of women in combat roles as members of organized 
armies. This section specifically cites the performance of 
women during WWII in European nations and also supplies 
references to U.S. Army Nurse Corps personnel during this 
period. Briefly discussed are women guerillas in non-European 
areas. It is noted that as the enlistment of women into the 
military escalates* and as regulations (within the army) 
change regarding the training of women in defensive weapons» 
the probability Increases that women may fill positions in 
combat arms uni ts. 
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Kistleri & McDonough, C.C. Maternity leave: Sharing the cost 

of motherhood. Personnel , Nov, -Dec. 1975, 52, 57-64. (a) 

See Paid Maternitj^ Leave, Benefits May Justify the Cost. 

Kistleri L*H., 4 McDonought C,C* Paid maternity leave - benefits 
my justify the cost. Labor, Law Journal , Dec, 1975, 2£, 
782-794, (b) 

Results of two studies, one of three companies which now 
provide paid maternity leave* and one of ten insurers who 
offer maternity leave options under disabnity coverage. 
Costs of paid maternity leave were found to be lower than 
previously estimated, 

Klein, D.P, Wamen In the labor force: The middle years. 
Monthly Labor Review , 1975 (Nov,), 98, 10-16. 

Part of reprint, "Women in the labor force," 

Koch, H-L, The relation of "PMA's" In five- and six-year-olds to 
sax of child and characteristics of his siblings. Child 
Developffient, 1954, 25, 209-223. 

KoontE, E.D. The progress of the woman worker: an unfinished story. 
Issues In Industrial Society , 1971, 2, 

Kostik, M,M. A study of transfer: Sex differances in the reasoning 
process. Journal of Educational Psychology i 1954, 45, 449-458, 

Kreps, J, Sbx in the Marketplace: American Women at Work , Baltimore^ 
Johns Hopkins University Press, 1971. 
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although women in blue collar jqbs had more difficulties than 
those in white collar jobs* 

Miete, J, A, Sex differences in intelligence: The relation 
of sex to intelligence as measured by the WAIS and WISC, 
Dis sGrtatlon Abstracts , 1958* 18(2), 213, 

Millenson* D.A, Title VII Class Actions: The government perspective* 
Public Utilities Fortnightly, 1976 (Oct, 7), 98, 59-60, 

A legalistic explanation of the class action suit in regard to 
the Civil Rights Act from the government point of view. 

Miner, J., Labovitz, S,, & Fry, L* Inequities 1n the organlEational 
experience of woren and ren. Social Forces , 1975, 54(2), 
365-381* 



113 



i 



"HI lor, J.D. Hn v/ofncn; New political diroctions tor vonpti. 
Socidl PQlicv. 1971 (July/August), 2(2), 32, 40-45. 



Thoughts on ways to connect the anger and "raised consciousness" 
of the womtn's movement with a woman rooted political framework 
based on the concerns shared by women with other oppressed 
sections of society. 

Milton, G.A. The effects of sex-role identification upon probleni- 
solving skill. Journal of Abnonnal Social Psychol oqy i 1957, 
55, 208-212. 

Milton, G.A, Sex differences in probletn-sol ving as a function 
of role appropriateness of the problem context. Psychological 
Reports , 1959, 5, 705-708 

Mitchell, B. Women with a lot of voltage. Wnrklife, 1977, April, 
28-30. 

Description of a pre-apprenticeship training program for 20 
electrician apprentices, funded through CETA, and sponsored 
cooperatively by the Lansing Tri -County Manpower Consortium, 
Lansing Community College, Michigan, and the local branch 
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sections review the current status of legislation to 
guarantee equal rights for women, and the stance of labor 
unions with respect to equal employment opportunities for 
women. 

Reconmendations to halt discrimination in trade unions , Air Cond . 
Heat and Refrig. 1976, May 31, N138:3Q. 

A sunfVTiary of reconinendations by the U.S. Civil Rights 
Commission to create effective means of correcting discrim- 
inatory practices In referral unions. 

Reichart,P. Women at sea: A sinking shi p Monterey, CA: Naval 
Postgraduate SchooT, 1976, 

The consideration of three propositions regarding the role 
of women in the Navy was examined by this thesis. The first 
proposal suggested a maintenance of the status quo, the 
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Sharf, J, Second-quessinq the leqal fair-efnploynient systeni. A PA 
Monitor, 1977, 8(4). 6. 

A discussion of two seenlngly contradictory court decisions 
regarding OTployment systems and their effect on rninorlty 
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APPENDIX B 



LITERATURE REVIEW METHODOLOGY 



The first major task performed under this contract was a review 
of the literature on issues which have a bearing on the ffiiplojmient 
of women in skilled industrial jobs. Refirences for the review were 
obtained in part through the use of a computerized literature search. 
This search retrieved a total of 404 references from the following ' 
data files: Inform, Social Science Research, and Psychological 
Abstracts. (Of these references, many were found to be not directly 
relevant or not accessible.) In addition to the computerized 
search, references were obtained in the following manner: perusal 
of recent indexes, such as the Business Index; a check through card 
catalogues at the Boston College and M.I.T. libraries; an investiga- 
tion of special collections at the M.I.T. librarifts, such as the 
Industrial Relations collection; an examination of specially prepared 
bibliographies on women, such as Astin, et al.' (1971) Women: A 
Bibliography on Their Education and Careers and the document. Sex 
Stereotyping and Occupational Aspiration: An Annotated Bibliogra phy 
by the Ohio State Center for Vocational Education; and the procure- 
ment of documents through the Women's Bureau of the Departnent of 
Labor. Additional information concerning women 1n the military was 
obtained through the AFHRL Project Officer, through conversations 
with various individuals in Washington, and through correspondence 
with such groups as the Army Research Institute for Behavioral and 
Social Sciences. 

To facilitate the preparation of the formal written review of 
the literature, which will be included 1n the final technical report, 
a coding scheme was developed. The coding system, which is presented 
in Table Bl, was used to classify every article, document, or report 
which was read. The coding information was maintained on index cards 
designed specifically for that purpose, as shown in Figure 81. 



Table Bl 

Coding Schema for Uterature on Women/WQrk/NQn-TraditlQna1 Cariers 



I. Hentloned Characteristics 
0? Sam plt or Group Under 
plseussldn' 

1, Six 

2, Family Size 

3, Education 

4# Earn 1 ng s / 1 nc ome 

6« Occupations 

6. Race 

7. Marital Status 

8. Agt 



II* Pirsonntl Policies 

11. Hiring, Reerultnient 

12. Training 

13. Promotion 

14. Fringt Bintfits 
(Mattrnltyi itc.) 

15. Affirmatlva Action 
Programi 

16. Scrtini ng/Hl r 1 ng 
Dtvicii 

17* Siniority/Uyoff 



III. Vfork-Relatgd Legislation 

21. Equil Opportunity /Pay 

22. Mattrnity Benefits 

23. Vocational Education 

24. Suits, Court Actions 



IV. Career Field Issues 

A. Industrial (Blue Colli 
Fields) 

31. Mechanical 

32. Eltctronics 

33. Construction 

34. Apprenticeships 

35. General Blue Coll 
Oiscussions 

B. Other Fields 

3S. Academic 

37. Professional 

38. Managerial , 
Administrative 

39. All Other 



Y. 



Sex Bias, Sex Dlscrimlnatio 
&ex*Role Stereotyping 

41. ' Occupational Stereotyp 

42. Sex Bias by Employers 

43. Attitudes of Workers 

44. Myths About Femali Wor 

45. Perceptloni of Discrim 

46. Sex*Roli Social Izatl on 

47. Fear of Success 



YI* Career Choice 

51. Occupational Asplratloi 

52. Vocational Interests 

53. Career Curricula 

54. Career Guidance 
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Table Bl» continued 



VI L Job-Related Behaviors/Attitudes 

56. Job Satisfaction, Morale 

57* Turnover, Tenure 

58, Absenteeisnu Tardiness 

59, Overtime; Scheduling 

60, Productivity, Work 
Performa nee 

61, Comrrii tment. Motivation 

62, Interpersonal Behavior 

63, Liidership 

64, Promotabll 1ty 

65, Other 



IX. Other Special Topics 

81, Quality of Working Life 

82, Military Personnel /Pol icles 

83, Work and Education Programs 



VIIL Special Topics Relating to 
Women Wo rkers 

66, Labor MovOTenti Unions 
67* Military Women 
68* Re-entry for Older Wonien 
69* Vocational Education for 
Hon en 

70* Job'Related Sex 

Differences 
71* Unemploynint 
72* Historical Trends 
73* Child Care/Famny 

Rasponsibilities 

74. Leisure Activities of 
Working Women 

75, Women*s Social Status 
76* Rates of Labor Force 

Participation 
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Figure B l 




An example of the index cards used for coding 
artidleSi documents and riports for the literature 
review. 
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APPENDIX C 

PILOT iiTUDY INSTr.UlENTS 
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Fff^onn€l AdmlnfitfitOf 's Queitlonnalrg 



Pltasi answer the following questions by placing a check or an "x" in the approprtate space, 
©r by supplying the information requested. 

li At the present timet ap proximcitely how mahy men and v/omtn in your firm are emplovfd 
In sknied blue collar jo5T? " 

iforon 

2* A pproxtma tely how many men and women 1n your f1nn are in iuperviiory roles in ski lied 
blue colUr arias at the present time? 

- ren women 



3, Has your organiiation issued a policy itatement affirming its comitment to the 
idvancement/utilization of women? 

( ) Yes 
( ) No 

4, If yts, how has the policy statement been cofmiunicated to others? (Check ii many ai 
ipplicablij 

() Appoarance in internal newsletter, nemorandum, ttc. 
) PostiTig in employee lounges, canteens, buiiding entrances, enployment office, 
and so forth 
( ) Inclusion in employee handbook 

1) Notification to ernployei unions 
) Notification to recruitment sources (employment agencies, schoolSs etc.) 
I Notification to public media (local newspaperi, radio stations, etc.) 
) Discussions in special workshops or moitlngs with managernint and luperyisors 
) Discussions In special workshops or meetings with workers 
J Other: specify 
) Not applicable ~ " ' ^ — — 

5* Mhich of the following statements best describes your company's progress in incor- 
pgriting women into skilled blue collar artas? 

( ) Wt havi experienced a relatiyely steady, continuous progresi toward the expansion 
of women's participation in blue collar jobs. 

( ) Much of our progress In the past 5 to 10 years in txpanding woTOn's participation 
In blue collar careers is a result of ccmpany policies implimented in one 
specific year. (Please specify that year: J 

( ) Me have experienced relatively little expansion of women's participation in 
blue collar fields within the past 5 to 10 years* 

6* Has your firm found it necessary to undertake special recruitment efforts to attract 
women Into non-traditional skilled blue-collir jobs? 

( ) YtSp particularly external ricruitment 

( ) YeSt particularly internal recruitment 

( ) YtSf a cofTiinatlon of ixternal and internal recruitment 

{ ) No 

?• Does your finn fmploy a special recrui ter whose job it ii to locate and attract female 
candidates for non'tradltional jobs? 

( ) Yes 

{ ) NO 
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Pifsonntl Adailnlstrator*! Questionnaire 

Pigt 2 



8« Pitase give ytmr pirciptlens of the relativi tffectlvinesi of each of tht fonowing 
itritiglos in ttrnis of your f1rm-s efterts to rteryit womtn as eppoied to men Int© 
iMIlid blyt CDltar Jobs. 

MEW ■ rore efftctlvt for women II * equally inafftctive for both sexes 

EC ■ tqually affactive for both sexis HU ■ not ustd for either lex 

KH * rort if ftctlve for men 







EE 


MEH 


EI 


NU 


i. Help-winted advertlieminti 












Printed publicity to employnTent aoencits 












€p Internar PubMci ty to female eniploytes 












Printed ^ubll ei ty to v/onicn^s orjinizatlens 












t. Frinttd publleity to local schopls 












f. Special incentivDS ts female employees 












Audlo^vlsual presentationi in the cOfrinLinl ty 












n* Toun of^the work environment for prosptctivt 
tnplo^ees 












it Word- of mouth referraTs 












Other: specif/ 

























f. Of the ID strategies listed In the prtvlous queitloni which do you feel has been mos^t 
succtssful in attracting women into skilled blue collar Jobii Specify a litter from 
a to ji . 

10^ Dots your finn use formal ^ standardiied screening or selection instruments for hiring 
impjoyiei in blue eollar cireer fiilds? 

( ) Vei 
( ) Ne 

11* If yes I have any specific efforts bein made by your firm to design or 
utiHzi selecting instrufnents which il iminati or reduce sex blist 

( ) Vei 
( ) No 

12, If your firm uses eonmrcially prepared seliction Instruments for 

hiring employeiS in skilled mechanical and/or eleetrical occupationi, 
please specify the nine and produeir of these tests, (Check here if 
yoyr firm uses Its o^n tests ^ ) 



13. In terms of performance on screening/seleetion tests for skilled blue 
gollar jobSi would you say that a male and female with the same score 
vould be likely to have comparabli on-the-job performanci? 

{) Hen with a given score tend to perform better than women with the 
same score, 

( ) Hen and women with the same score tend to perform similarly, 

( } Women with a given score tend to perforn} better than men with the 
same score, 

( ) 6on*t know. 
SMp to Qutitiqn 14 . 
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PerseRhfl Admin is tra tor's Quel tlonna ire 

Pige 3 



Mhat type of selfctlon procfdure, other than or In idditlon to scrtening teitl, does 
jfOuf firm y|t In hiring snployees for ski Hid blue cellir Jobs? Cheek il many of 
tht following as apply* 

( ) Inforiial Intirvlfw 



( ) Rteennicnditioni 
I ) On-the-job trial 

{ ) Othtn sptcify . 

Hive your ertttrii or type ©f Instruments changed as a direct result of company 
polfelii to hiFe more wemen for ski lied blue eollar jobs? 

( ) Tel (Please describe below ( ) Ho ( ) Don't knQ\^ 

briefly what changes 
havt betn efftcttd) 



Havt you formany validated your selection criteria against Qn-thi-job pirformanee? 



Do your personnel Interviewefs rictlve explicit training eoneirnlng sex bias/ 
discrimination? 



Dots your finn enploy a sptcial equal ^ployment opportunity coord ina tor! 

( ) U% 
( )»o 

Dots your firm offer any type of assistance to prepare women for entry into 
prtdominantly male work crews? 

( ) Tei (Please briefly describe below) 



Has your firm h#ld meetings or stmlnari with any of the following groups to discuss 
tht ytlltrtition of wgnan In non'tradi tional jobs or to isnsltiie thern to the problems 
©f ^imm In non-traditional work situations? (Check ai inany as apply.) 

C } Kanagcf I 

( ) Har^g^iicnt trainees 

( ) Front-line supervisors 

( ) Male skills workers 



{ ) Past 



< ) U% 



( ) Vei 
( ) No 




P^sonnil Administrater*s Quistlonnitfe 

Pigi 4 



D^s your perionntl dtpartmint offtf any Job or cirtif cdunitllng for its tmploytii? 

( ) Yes (Pleaii diserlba below brigfly your counseling prdgrim) 
( ) HO 



Dots your company providt training for Individuals who ara hired for ski lied blut 
collar jobs? 

f) Yiip stfuctured training Is providid routlntly to both le^es. 
} YeSj somt indlvlduili reeelvt training as required. 
) Np* Individuals ire ejcpeetid to have thi requlrid skills when they are hired, 

( Ifclp to Qyeitfon 28 . ) 

Whieh of the following preceduresi If anyi does your company use in the training of 
Individuals for skilled blue collar Jobs? 

Pfgree of UtlHiatlon 



Use Use Do 

|xten|1ve1y _ Somewhat Not Use 



a. Hlxed sejc Instructlgnal classiS 








b« SiJi^iegregated Instructional 
classei 








C« special instruetional classes 
for ipiomen only 








d* 0h«the^J0b training 








t. Apprenticeship programs 








TT" Others specify 

















Is thtre a policy in your organization concerning the inaxlmyni age for an Individual 
entering a training program in a ikllled Job? 

( ) Yes (What is the maximum age? ) 

n No 

( } Not applicable 

t^vt your training mattflals been reviewed/revised with respect to potential sex biases 
in language or orientation? 

( ) Yes 
( ) No 

( ) Not applicable 

During the past 13 monthi, approximately what percent of males and females have 
dropped out of indystrial training programs {or quit during the first 3 monthi of 
on*the-Job training)? 

Halts: I 

Fiflialfsi I 

Hot Applicable: 



Skip to Ougstldn 2B 



Nnonnel Administrator's Questfonnflirg 



Could yoy pliist indicate how impoptant tach of the following factors Is with risptct 
to ftOTaltSt relatlvi to malei, dropping out of training? (if objeetlvt inforrmtion 
froiS exit intervitwi is not available, pltasi givt your gineral imprisiioni and eheck 
this box, 



HIF ■ «off IfflportanE for ftmalts 
EI » equally iinpartant for malts 

ind ftmalfi 
HIM " sere iRiportant for m]m% 



HI ■ not important for tithfr sex 
DK/f^ > don't know or not applicable 



i« Dislike for the typt of work 










6, The work ii too physical ly dimanding 
§r tiring 










c, Conflfcti with family/child care 
ftsponllbl 1 1 1 i es 










Husband moving to distant location 










t. Pregnancy 










f. Difficult relit lonships v#ith ee-workirs 










i. Lick of suppgrt from triining instructors/ 
sujervisors 










ir« Tnadequate physleal facilities (wamen's 
rest rooms 4 etc.) 











Does your organiiation have an ej^pliclt policy conciming transferring marriid women 
in Industrial jobs to new geographic locations? 



( } Yis (Please describe your 
policy below) 



( ) No (Pleaie indicate below if this 
has crgatid a probliin} 



Does your company have a policy against hiring spoyses for the same department? 

C } Yes— 

( ) No 



30. 



1 



If yes* has this policy resulted in any difficultiei concerning the 
utilliation of womin in industrial/production departments? 

( ) Yes (Please describe the difficulties below) 
n He 



1 r 



What type of grievinee proeedufes has your company institutgd for handling complaints 
of Its discrimination? (Check as many as apply^} 



( ) Handled by unions 

i) Formal administrative hearing 

) Hearing by external arbiter 

) Handled by ombudspcrson 

( ) Hearing by an appointed cotfntlttee 



C ) Hearing by an employee-el ecttd 

gomnittee 
i ) Informal channels 
( } No established procedures 
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Nftonnd Admfnflirilor*i Questlonnaf re 

Figt 6 



$t, Hm% your company fncounlerfd my diffkulliei \f\ the utlll/ation of women in torm of 
pfiyskil ficlHlici of tht i#ork ifea (for tjianiplt, rtit roomi)? 

( ) Vti 
t ) Mo 

3%, TN following set of qufstions reUte to your flm'l current policies concerning 
Miarnity leave. 



37. 



Dots youp ffrm require wamen to take a prenital leave? 

( j it% (At what point in the pregnancy? _ __ _ ) 

( ) HQ 

M« Dot! your firm require women to tiki a pcitnitil Ifavi? 

( ) Yti (Fei^ how long after delivery? ) 
( ) Ho 

JS* Doti your company permit women to return to their Jobs after a matifni ty-relatcd 
ibstnct? 

( ) Yiiv uiuilly 
( ) Yas» iometfinti 
( ) Not usyally 

36, If women art allowtd to riturn to thelf Jobs after a miternity-relatid absence, what 
U the aiasliUim length of the absence ptrfnltted? 



( ) Q to 4 months 
( ) 5 to 8 months 
( ) t to il ffonths 



( ) Up to I years 

( ) Unllfflitid-*! woman may return at any time 

( ) Not appl igable-^a womin is not usually 
illmd to fiturn 



Does your company offer paid miternlty Itave? 
( ) No 



38, 



1 

If yes, what fs the maximum period of paid maternity leave? 



41. 



39 p What percentage Of the wonian's salary is pi\d under the terms of your 
nttrnity leave plan? % 

40» Is your paid materfilty leave plan a^lnlitered by an insurer? 

( ) fei, €ntifely 
( ) fes, In part 
( J Ne 



How long has your current maternity leave policy been in opcritlon? 



t41 



ERIC 



Nrionnfl Artmlniitrator *i Questfonna Ire 

Pigc i 



Doii jfouf cnTipinj? offtf child cirf ficllltlri on the premiiei? 

( ) rts 

( j No 



ttt ifQuld appprctate yoyr prpvUHng U5 fcfl ih lane gencfil descriptive 1nform*it!on 
concerning yuur firm, 



In whit rtglon of the tOuniry are you localpd' 



NofthtJit 
l§ythwiit 



Northweit 



many peopte doei jrour firm employ in all brinehes and planti? 



( ) Under S.OOQ 

( j 11,000 to 19.999 



S»0O0 to 9p999 
lOiOOO to 24,999 



( ) 10,000 to 14,999 



,000 Or* over 



In iftiUh typt of induitfy Is yauf company prlmapily inyelvcd? 

Hanyfictyr f ngi Indyitrial %o^(\\ 
ilanyfacturlngi coniumer qoudi 
Conitfyetion, mlnlngi oil 
Oiftnii or Ipact Indystfy 
Trinsportitlon, publu utilities 

What wtrt your €OfR^ny»$ sales figures for thi year ending 19?6? 
Is your company eoverid by Re vised Order 4? 

I } No 

( ) Don*t knoM 



Ptfise Indicate btlow ipproximately how many mt^ and womin weri' hired during the last 
I years for Jobs in ikil led blut collar JqBi. If this Inforniatlon ii not ayailabltf 
for separati elasies of ttchnleal workepSi pleaie givt total figurii only. 



electronics Areai 
fetes FcmaJes 

1f?i 


Michanical ^reas 
Malls Femal^ 


Other Areas 
Malis Femiles 


TotiU 

MaJii FenialiS 


lf7l 








19M 








\9n 








1971 
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Pifiiff aniwer trin followlntj iuffUteni by phir.lnfl i ehpCk or an In the appropriate 



C(MnpirtdwUh IQ yearn aqoi wciuld you ^a/ thp nurrtor of Nom^n tn I lied 

blyf-'^olljr f\Q\6% 111 your firm \% intreajng» iie£refl*,inqj or contlnuinq at al)DUt the 

nine fu*'^ 



Don't know 

Rapidly iltnirtM'-. inj 

Sllqhtly ducrnl^ in'j 

Continumj about the imc rate 



il Sltghtly Ihcrej^fnq 
) Rapidly IrKrOci^.iny 



2i Ceuld you plcaso IndiCtSto bplov^ youi' p*:frcpption§ cencerning the 
tffect th.it the increasinq utilUation of wOnien has had on various 
ispects yf your iriilintrial pperiil^on^. 



V«ry 
Positive 
Effects 



Positive 
effects 



No Oil- 
eernlb 1g 
Effects 



Rathe^ 
Neq.a t1 ve 



Very 

flega ti vo 



i, Pldlf emplovees' jf^o^^ile. 












Temiri gmpl oyees 
moral i 












Product iyUy 












dr Tf7fFf?ncy 












Prafits 












Ti iffrginliatTonal 












g., list oT ricryi tr^nt 












n, Turnovif 












ir ^Siintiftl ifn iind/or 
tardintis 
























^ttftudfi of" "super- 
visOfS/manigeri toward 
iiomen In non-tradl- 
tioni! roiis 













3, How fnuch vlli_bl j ma nig erne nt Support do you fttl hil been given to the hiring^ training, 
Of proftiotTonSf women in nQn-tradI tionil blut-colUr cireer fitldi in your orginiiatiGn? 

Ii<tensf vi support 
CQnsiderable supDsrt 
knbis 1 cnt support 
Vlftuii' ly no support 



How suecesiful would you say your firm's pfOCedurei for t_ra Inlnj men and women far 
ikll lid b lye-collar Jobs are with reipect to e^ch of the foTl owing? (Cheek 
here If your firm provides no training: 



Effigtlve 



Effective For 



HOFt 

Effeetive 



Inif fiCtive 
For 



Don*t 



1* Providing indlvidu^ll 
MftK the ikilli 
required to carry out 
thtir Jobs 












b* Rttilning individuals 
throughout the trjin- 
ift4 period 












£• Improving the indf^ 
viduals' self-eonfi- 
deuce Of sel f-esteem 
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Sypfrvlsof'i Questionnaire 
Past 2 



Below are a nuntoer of ob^iaclei which are somotlfnfls perceived when policies deiignod 
ta promote fqgal opportunity for wairen hr\} Out Into pffect* Please rate how 
l»partant you fuel ^iich of thcin prol3|em^ Has been in I Imlting the parcic ipation of 
women In iknicd blye*col lar jobi In^ourflrm, " 



Extremely Moderately Slfohtly Not 



i« GentfAl lisck of Interest of 
»#Qfnen In 1ndL/*5tridl f\i^\d% 










D« uni V3 1 1 ap 1 1 1 ty of wgrfiDrt with 
pffPtqufifte skills ind 
tfilning 










C- PifTlcul t tes wUn mdie workers 
iCeeptInq rcfnale CQ-workprs 








. ^^^^ . _ . 


LaeN of CDRtiiitrntnt of cQp» 
liy©] management to the 
ytf1l2it1an of wofren 










t. Lack of eoinmltnient of f rent- 
Una suptryiieri to the 
utllliitlon cf woinen 










f* Problems w\th th# quality of 
work and pfoductiylty of 
female workers 










9« ijietsslvf abitntftlsm, turnover 
and/or tardintss of fiinili 
workers 








- 


Physical t imitations of women 










1 « b i Hi 1 %a k 1 Wfi3 y r r Eins 1 € 9 pp '1 

cants- aptitudii In such 
artis as meehanidil riaionlng, 
spatial visuil liationi 
BathtBtatleal problem-solvingi 
ttc. 










J» Union-rf Uted difflcultl&i 










1* Decltnlni ficonofufe csndUloni 










U Phyfica! pUnt limitations 
(ibstnct of womin's rist 










Pffficultiei arising from the 
nttd to tpjnsfer i^orkirs to 
Other geographic areas 











Have you found that you makt allowancts for a femalt that you would not have madi for 
1 Halt under your ^uoervicion? 



I naif under your lupervision? 

J treat mn and wsmen ai equals 
teSs I mk^ a few allowancei for wgrngn 
tis» I make a great many allowances for women 
There art no won'in in leetion 

Would yoy be fror^ reluctant to take di|?ipHnary action againit a wOffwsn than you would 
ifafnit a pan? 

ttS| yery tmith wort ftlu^tant 
tes, sor'owhJt more reluctant 
f^o, there would be n«j diffcrcflcf 

No, I wQulU be li-ori? reluctant to take disciplinary aetfon aga <nst I man 144 



i. PUiSt jndlcjU' bplow your yinw^ concornlnq f^jle^foriic* dtffe^rpncci on jQb-reiattfd 
wlUrf for those workers emplojred In skilled biuo-dOlUr jobs: 

Don't 



Attpndrsnrp rpcprji 


Hdlei 
Much 

_Su£€rj^r 


ju^Mri or 

— ~— - 


Hales *lnd 

*. - i i = 

-=---=-=™ 


*^^uD{.'r lor 


Forf^l If^ 
f 'yCh 

jijpMr 1 nr 


Knnw or* 
Not Ap-^ 

pi i C'^ til 


irTnriTgfru'i-^ to 

work ovortif^ 
tf7 ~%"n ity to 'it?t dlonfj 

t<ith CQ-wOrtnrf, 




— 
— — 




— — - 






t^_iQOpera tl Vf.'nMq^, ; ^ 










fr Atli tud^i toward i 

theirwork _ 1 










. :- = 


g^^^roduct j vi :y L 












ratts 






_-- -. - 








TT'T^uaTriy of work 
ptrforrred 














37 Abi] ity or sxill 
potintiil far 














k, "Non^quU rates 
(^tinura) 














K Reliability/ 
deptndabi 1 i 














■7 ^flHngness to 

accept luperyiiion 














fl. NQn-dismi isdl rates 















9. Hivt you fver supervised jny women In a skined blue-collar job? 

( ) He 
( ) U% 

"0. How snany women In ikillad jobs ari eurrently under your suparvision? 



11, Which of the fonowing ststiments would you say best dascrlbei thi behavior of skilled 
blue'^colUr rnali workers with regard to fimale co==WQrkerS? 

( ) The mn actively in^ourage and support the wQmen, Qftgn rtiaking special efforts 
to halp them out when they are juit starting. 

{ ) Thi Biif! ire father friencny to the women and seem to enjoy wDrking in mixed-sex groups, 

{ ) The tmn eiientially treat the women as they would treat any other co-worker, 

{ j The mn are somewhat unfriendly to the wgmen» iyoidlng oealings with them whenever 

PQSSIbll. 

{ ) The mr^ are openly hostile to the women, soratlfnes leading to serious production 
( } Don't know. 



EKLC 



iJ, Which of the following statements would you say best deicribei the behavior of skilled 
blut-GOlUr female workers with regard to male co-workers? 

( ) The WQfnen actively defnonltrate that they are pleased to bt a part of a predofninantly 
naif work crew. 

( ) The wsnieii are rather friendly and willing to ask questions or ask for assistance 
tthtn negdfd. 

( ) The WQiren are rather unfriendly and too tifnid or too afraid to ask questions or ask 
fsr asilstance when neededp 

( ) The wonion are defiant and hostile toward the won, so^etlims leading to serious 

production problcfm. 1^5 

( ) Don* t knew. / t; r 

-* J o 



?: i woman beeernoi prtgndnt, there is the possibility? that she will have to Ififlft hor 
leifvitief. In your opinion, for what lenqth of timo prior to duW^ury can d pregnant 
Ndfnin function effective^ in the typo of work Nhich you superviit? 

Up until one or two weeks prior to delivery 
Up until four Nceks prior to delivery 
Up until %U wceKs prior to delivery 
Up ts two rfonths prior to delivery 
Up to thrut* months prior to dulivery 

Art women ir^ your c^rf^cr fipld Ciip^ible of proGre^sIng as rapidly their mdle cQ-workcr 
In ttrrm of ikllU any dbil ities? 

NOf women pragre^s mch mre slowly 
NOs wonien progresi ior«*what more i lowly 
Yell women progress equany as rapidly 
NOi wontDn progress son'ewhJt more rapidly 
No, women progress a great deal more rapidly 

In your ikperience as a lupervisor, whieh of the following statementi most accurately 
ftfleets your opinion eoncerning the lupirviilon of men and women? 

Men are much eiiier to supirvise 
Htn art sofnewhat easier to supervise 
There ii no dlfferenci in lupirvising min or wo mi n 
Wofntn art soinewhat easier to superviie 
Woo^n are rnuch easier to supervise 

I hivt never iuperviiid a womans lo I can't make the comparlien 
I have nevtr iupirviiid a man, so I eanU rnaka the comparison - 

As a supervisor, yoy havi any preferenct ai to whither you supervise men or wonienT 
I WQUld prefer to supervise only mgn 

I have no pfefertnce ai to whether I supervise men of women 
I would pre fir to supervise only women 

I would prtftr to supfirvisi a group comprised of men and women 

On thi wholf, hew do you fial males and feftalts compire In terms of their effsetl Vinesi 
11 lupirviiOrs in ysur arier field? 

Men arg much more tffectlvi than women 
Hen are soinewhat mori iffective than women 
Hen and VrfOiren are tqually effeetlve 
Women are soma^hat mori iffective thin men 
Women are much more iffective than men 

Sofnt people feel that sefne Jobs are inappropriate for womin, while others feel that wofnen 
€in handle al 1 types of work. Are there any specific jobi v^hich you feel are inappropnU 
for i wciien? Why is thii? - - vr « 



What are the most figsUive things whleh have resulted from women being hired for skilled 
eiyf^coilip jobs? 



bl3e-cotlaMobJ? '"^"^^ "^^^^ resuUga from women Ning hired for skilled 
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Suptrvtsor^s Qucitlonnilre 



t1. O^frall, would you lay %hAt your own basic atlftud@ toward tho utfllzitidn of wamen 
in sklllid blui-collif jobi 1^ favorable or unfavorable? 

I ) Strongly faworibtt 

I Moderately fdvorabk 

llfghtly fdvorable 

i I Miithir favorable nor ynfayorablfi 

, llightly unfivorabji 

I Hodtrately unfavorable 

I ) Strongly unfavoriblt 



We would appr#ciitt your providing us with some bickgrQund Information about yourself. 

21* Whit is your six? 

( } Mala 
( ) Ftmale 

13, Ho« old Wirt you on your last birthday? 

14. Whit is your marital stitui? 

iHarriid 
Singlf 
Wldowidp d1vor€id» or separatid 
Othir 

IS* Whit is the highist Igvel of idycatlon you have attalnid? 

r ] Grade school /somg high ichool 

\ , Completed high school 

I, Seine collegt or post^high ichool training 

4, j Colligt degrte 

I, ) Post^^ollege training 

16* ^liise specify your rolt or title In your orf.inlzatloni . . 



If* Hoi* iiPRy years have you worked for this eornpany? years . 

t$- Cin you offer any recQimienditlons to the Air Foree concerning pollclts for the utilUa- 
tien Of wornen In blue-collar caretri? Any luggistlons concirnlnq ricrultmtnt, trainlnQ, 
prenotloni benefits » preparation of other imployeesi and so forth i would be greatly 
•pfreclited. 



15: 
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tonagemont Quel tjjin namin g 



Pltaie answep the following questions by placing a check or an "x" in tha appropriate 
ipi€i. er by supplying the infortpation requested. 

1, C©<tiparfd with 10 yf?drs aqo, would you say the number of wofPen U skilled blue 
collar flel'Js In your firm is increasing, deereasing, or continuing at about 
thi same rate? 

' I Don't know ( \ Slightly increasing 

I ^ Rapidly decreaiing { ) Rapidly increasing 

f| I Slightly decreasing 
I ) Continuing at about the same rate 

2* Could you please indicate below your perceptions concerning the 
ifftct that the increasing utilization of wofnen has had on various 
aspecti of your indystrial operations. 



Very Rather Nq Dii- Rather Very 
Positive Positive cernible Ntgative Negative 
Efficti Effects Effects Effects Effects 



i, Male imjloyees' morale 


^ 










b. "FimaTi emproyees' 
inorali 












€* "Prgductivi ty 












d* "Efficiency 












f. PfQfltS 












f, Qrganiiitlondl 
climate 












S* "East of ricruitmen^ ^ 












n. lurnover 












1- AbienteeTsm and/or 
tardiness 












J* Schedulinq 












I* Attitudes qT super- 
visors/managers toward 
wgniin in non^tradl- 
t1©nal roles 























3. How much visible management support do you feel has been given to the hiring, training. 
Of proRiotlon of women in nOn^traditlonal blue^collar eareer fiilds in your organization? 

i| ) Extensive iuoport 

Considerable support 
I, Ambivalent support 
i, ) Virtyally no support 

4» How successful would you say your firm's procedures fer txalninq men and women far 
skill td blue-collar jobs are with reipeet to tich of the following? (Check 
htri If your firm provides no trilning: j 



Kore Here Ineffectivt 

Ifftct ivi Effective For Effective For Don't 
tefL Women Both Sf xej _ __ hr_H€3 Both Sexes Know 



1. Praviding individuali 
with the ikilli 
ftquirtd to carry out 
their jobs 












b« Ritaining individuals 
throyghoyt the trains 
Ina period 












Improving the indi^ 
viduals* setf^conff- 
dence or self^esteeiii 













(^nage^ant yuesiionnairt 
Page 2 



Silow are a number of obsticlos which aro sometimes pdrcci vod whon poltcies designed 
to promote equiii oppoPtunity *qp wonion ar-n nut Into effect. Pledse rate how 
important you feel each of those ^problems hdS been in J ifnj tjni the parttclpatton of 
wctiTifn in skilled blue-coUar joh^ in ^our^ firm. 



Extremely Modoratcly Slightly Hot 



i« Oentrdl lack of interest of 
women in Induotridl fields 


-~— — 








0> UnafallgDIIILy QI TfUnir'ii Wltfi 

pferequhite skjlU and 
training 










t« L^llllbUlblw^ Wltil in. lit. piiji^cia 

lecepting femdle cn-^t.ricur 










Lack of commi trnt-'nt of top- 
Itvfl rndnageinent to the 
utiiiiation of womun 










f* Lack of commitment of front' 
line supervisors to the 

lit 4 1 4 7 A f 1 nh rtf wnmpn 










f Prnbl pt\^ with the ou/ilitv of 

1 # W t Vtr t nitn talis VJMOi '^Jr ^1 

work and produetivity of 










f* Excisslve abienteeiSfTii turnover 
and/or tardlnesi of femala 
ifork^rs 










Phyiieal limitations of wofnen __ 










1, Limitations of female appli- 
cants^ aptltydis in such 
areas is nifchanlcal reasoning, 
spatial visual iiaclon, 
nathamatlcal preblim^sol vingt 
etc. 










J. Onlon-rtlated difficultiei 










k. Did infn_g eeonomie conditions 










!♦ Fhyileil plant limitationi 
(absence of women's rest 
rooms, etc.) 










W* Difficulties arising from the 
netd t© transfar workers to 
©thtr geographic areas 











How long, on the average, would you say It takes for a sktllfid female worker to progresi 
t§ a supervlsery level? 



How long, on the a^er^ige, would you lay It takiS for a skilled g^1i_ worker to progress 
to a supefviidry level ? 



If there Is a diierepancy batween your responsei to Questions 6 and 7, could you offer 
a possiblt eMplanation for the difference? j 



Pleisc fndkate below your p<^rCDpttons concefning rnrile- female differences on Job- 
PfUtid mdttcrs for those workiri eniplgyed in sMUed blue'eolUr jobs: 



Kiles 
Much 



Hales 
Somewhat 



Hales and 



FOffallCS 

Sam§v/ha t 



Females 
Much 



Don't 

Know or 
Not Ap- 



i, Atttndince record 






*^ ^ \i ^ Is^yU 1 




M ^ w r ' ! u r 


111 If tiitji* 


6*Z f uncVuj r 1 ty 












cnmTngnD^s to 
work overtiffB 


i 










Ability to gat iTong 
with CQ'worken 














e i ^Coope r a t i ve n ^ $ i ~ ~ ~ 


1 










f. Attitude toward 
thilr work 














Q, Proguctivu^ 












hi Accident or 
error rates 














^ , Qui 1 1 ty of worJT 
_ _ performed 














J~ABTnty or skill 
pQttntlai for 
idyinetfrent 














I, Non^qylt rates 
(tinure) 














K AtliabiiUy/ 
dtpendabillty 














B. Ullllngnils to 
iictpt supervision 














n, Hon-dtSfni sial ratal | 















Wi are Interisttd in your perceptions csncerning the digrte to which polleiei regarding 
thi utillzatian of women have bein lyeciisfully Ifrpltminted. In the following siction, 
jrou will bt asked to rite Vifious aipiets of your poH^iii/progranis. 



Mti^ties 



Aetuilly 
Ach livid 
and on 

Schedule 



Aehlevid 
But With 



Slgnfficint 
Delays 
in In^le* 



Not 

ImplifTiinttd 



Ho Such 

Policy 



i, Nifultfng v^mn 
' ipplfcints for 

sMIlid induitrlil 

Jobs 








I 




¥m ftodifying/ Updating 
selection proeeduris 












€• TOiifylng/updating 
pr^tdurts for 
vallditlng seltetfon 
erttefia 












3* Hodifying/ypajting 
job descriptions 












Training woman for 
skilled industrial 
Jebi 












T* Prtpirinf staff for 
Iht ytlliiatlon of 
women 












f. Froniotinf wsi^en in 
ikilled Jobs to the 
sypervisory tev^l 
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HanagD.Mcnt yucsttofuuUre 
Page 4 



11, Aft mandgpri and supervi^,or5 in your organization evjlujtrd at ail on th« basis of 
thtir performance in meeting objectives for hiring/training v/cmun in industrial 

{ ) Never ( ) Yes, in mny ca%t}% 

i ) Not usudlly ( ) Ytii routinely 

12, If yeSi could you please briefly dR^cribo what incentives. If any, ar? 
offered to tho^u sypervisors who help to meet company objectivus? 



13. The increasing use of women in skilled blue-collaf Jobs stf^ms from a variety of concern 
md pfassures, How important do you feel each of the fol lowing reasoni for utilizing 
Nomen and/or for wofncn's opportunity u in the case of your eortpdny? 





Ixtremely 
Jg)PQf tant 


Moderately 
important 


Slightly 

In^portanC 


Nat 

Iffportant 


Oeiirt to comply with 
legal requirefrenti 










b* Pressure from ferule 
tmployees 










C* Prtsiure from ej^ternal 
ageneles or groups, 
fuch ii women's grgups, 
tducatlanal institutions, 
etc. 










Concirn with tht posn^ 
blllty of a ciass-actior. 
suit 










t* Del ire to give women a 
chinet to develop a 
skill ind/or fejrn good 
wagei 










f. Shortage of personnel in 
skilled areas 










g, Dillrt rerredy previous 
dUcriminatien 











14. Some piople feel that some jobs are inappropriate for women , while others feel that 
momf) can handle almost all types of work. Are there any specific jobs which you 
fitl irt Inappropriate for a woman? Why is this? 



IS, What art tht R^st pos iji^e things which have resulted from women being 
hirtd for skilled blue-collar jobs? 
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17, Overi11« would you say thai yaur own bailc attUudc toward the utilization of wom^n 
in ikillfd blui^CQllar JoDi 1i favarabla or unfavorable? 

i| ) Strengly favarablt 

I \ Hodtrat&iy favorable 

I ! Slightly favorabli 

i' I Heithtr fivorable nor unfavorable 

\ i Slightly unfavorable 

r ! Modfrattly unfavorable 

I, I Strongly unfavorable 



We would ipprf€iati your providing u$ with some background Inforination about yourielf, 

18. What is your six? 

{ ) Mali 
( ) Hmi$ 

19. How aid wffi you on your last birthday? ... 

20. Whit il yoyr marital statui? 

i]\ Marrlnd 
;> Slngla 
I Widowed* divofctdi or liparatid 
.1 Othif 

11, What 1$ the highest levil of education you havt attained? 

r ) grade schOQl/iorT^ high lehaol 

1^ |> Comp1et€d high school 

I J Some college or post-high school training 

I 1 Col lege degree 

i ) ?DSt*collige training 

12. Pleast ipt€lfy your role or title in your organiiitlon: ^ 



13, How Bany yeiri have you wericed for this compiny? _ _ _ yiars. 

24, Cifi you off^r any ric^ommenditions to the Air Force eoncerning policies for the utilua- 
tion of wOrr,en in blue»eollir careers? Any suggestions concerning racruft^ent, training, 
promotloni benifits* preparation of other ffflployeiSp and so forth, would be greatly 
ippriclattd. 




1 5a a aovEimiiiNT niiiiTtiia wmiim' 671-056/^6 



